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ABSTRACT 
 
This empirical study explores links between the micro-strategizing practices and 
roles of hybrid upper middle managers of professionalised business units using 
contingency theory and a strategy-as-practice lens. Five important contingencies 
are identified: (i) seniority; (ii) hybridity; (iii) centre-periphery relations;                                
(iv) knowledge intensity; and (v) temporal changes during individual tenures and in 
a dynamic industry. Seven archetypes of strategist are derived from the analysis: 
Dealmaker; Debater; Defender; Deliberator; Doer; Drifter; Dynamo.  
 
The thesis contributes to the sparse literature on business unit managers 
(Finkelstein et al, 2008: 10). It responds to Vaaƌa aŶd WhittiŶgtoŶ͛s ;ϮϬϭϮ: 286) 
call for greater ͚ƌeĐogŶitioŶ of hoǁ [ŵiĐƌo]aĐtiǀities aƌe eŵďedded iŶ ďƌoadeƌ 
societal or macro-iŶstitutioŶal ĐoŶteǆts͛ by making connections between practices, 
roles, contingencies, and archetypes. The study asks: How do management 
scholars strategize what they profess? The qualitative research design is based on 
first-order accounts of three groups of 24 UK business school deans: (1) 12 
current, mainly university-based, business school deans; (2) in-depth vignettes of 
seven successive leaders (including a dean in the first dataset) over the history of a 
leading business school, and interviews with 28 additional respondents; and                    
(3) a diverse sample of six veteran and novice deans. Interviews are available on 
YouTube. 
 
The research context is a mature industry that has experienced phenomenal 
growth and major public policy shifts. The case studies raise interesting questions 
about strategists who are responsible for the impact and legitimacy of business 
and management education in a post-crisis era (Currie et al, 2010). This research 
contributes to strategic management literature by extending Floyd and 
Wooldridge's (1992, 1994, 1996) typology of middle management roles to produce 
archetypes of strategic practitioners. The central argument is that practices in the 
roles of ͚faĐilitatiŶg adaptaďilitǇ͛ and ͚sǇŶthesiziŶg iŶfoƌŵatioŶ͛ that were applied 
iŶ deaŶs͛ pƌofessioŶal ĐapaĐities as management scholars and educators were 
more dominant in their discussions than activities related to 'championing 
alternatives' and 'implementing deliberate strategy.' The roles were more 
balanced amongst current deans. Individuals who were perceived as most 
successful adopted lengthy pre-tenure transitions, effective committee chairing 
behaviours, they completed full tenures, and exited voluntarily. They also built 
constructive centre-periphery relations, supportive teams, and consensus. In 
future, these crossover professionals need to demonstrate greater public 
legitimacy and performance management practices. Further research on the 
emergence of serial hybrid upper middle managers, transnational, cross-sector, 
microfoundations, and ethnographic studies is discussed.  
14 
 
CHAPTER ONE: INTRODUCTION 
1. Summary 
This thesis links the strategizing practices of upper middle managers in UK 
business schools ǁithiŶ FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ŵodel of 
strategic roles. It considers a range of contingent factors drawing on a strategy-as-
practice lens and temporal perspectives (Hambrick and Fukutomi, 1991; Tuttle, 
1997).  By categorising micro-practices within a typology of strategic middle 
management roles, the study identifies seven middle management strategist 
archetypes. It seeks to remedy three gaps in the current literature. These include: 
firstly the sparse research in the strategic management field on business unit 
managers (Finkelstein et al, 2008: 10) and the absence of any typology of SBU 
(strategic business unit) strategists. Secondly, this research project addresses the 
shortage of contextualised studies on the everyday micro-practices of what I call in 
this thesis ͚hybrid upper middle manager͛ ;HUMMͿ professionals below the upper 
echelons in the public sector outside healthcare. It argues for a practice 
framework rather than the demographic approach common in upper echelons 
literature (Wiersema and Bantel, 1992) and for a strategy-as-practice 
(Whittington, 1996) instead of a strategy-process lens (Hutzschenreuter and 
Kleindienst, 2006). ThiƌdlǇ, this studǇ eǆteŶds FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, 
1996) conceptual framework of middle management strategic roles by 
investigating five contingencies overlooked in their work such as level of seniority, 
hybridity (bridging more than one profession), centre-periphery relations, 
knowledge intensity, managing professionals, public policy, as well as temporal 
considerations, for example, changing strategic behaviours between successors 
15 
 
(Kesner and Sebora, 1994), during executive tenures (Hambrick and Fukutomi, 
1991) and industry sector dynamics. By linking practices, roles, and contingencies 
with archetypes of strategists, the thesis responds to Vaaƌa aŶd WhittiŶgtoŶ͛s 
(2012: 286) call for greater ͚ƌeĐogŶitioŶ of hoǁ [ŵiĐƌo]aĐtiǀities aƌe eŵďedded iŶ 
broader societal or macro-iŶstitutioŶal ĐoŶteǆts.͛ The contextualised analysis 
addresses Floyd and Wooldridge͛s (1992: 165–166) recommendations that 
͚ƌeseaƌĐh should ĐoŶtiŶue to iŶǀestigate ĐoŶtiŶgeŶĐies that affeĐt hoǁ ŵiddle 
managers contribute to strategy. In particular, future studies should examine 
involvement in various environmental and competitive settings.͛ 
 
For the data collection and analysis, a series of comparative case studies was 
conducted at an interesting historical juncture post the financial crisis during 
2008–2011. The three phases included: (a) an exploratory pilot study with a 
diverse range of a dozen current business school deans; (b) an in-depth single 
institutional case study of seven deans (including one in the first sample) with 
repeated interviews  over four years; and (c) a third more diverse group of six 
respondents. The purpose in focusing on FloǇd aŶd Wooldƌidge͛s ;1992, 1994, 
1996) typology of the four strategic middle management roles of ͚facilitating 
adaptability͛, ͚synthesizing information͛, ͚championing alternatives͛, and 
͚implementing deliberate strategy͛ by examining the strategizing behaviours of 24 
business school deans was to investigate how these hybrid professionals (with the 
identities of scholar and academic leader, bridging academia and practice) work 
strategically. How do they legitimate the purpose, reputations, social, and 
economic impact of business schools and their own executive positions? 
16 
 
 
Results in this thesis from the coding of interview transcripts indicate five key 
contingencies that impact on this particular senior middle manager role in 
professionalised business units. The data analysis indicates firstly that many of 
these upper middle managers have emerged as hybrids with capabilities to 
reconcile multiple professional logics, ideologies, and discourses. Secondly, 
important daily practices include effective committee chairing, building 
constructive centre-periphery relations, consensus, and teams to enhance brand 
and legitimacy. Thirdly, there was a greater bias towards strategizing practices in 
the two roles of ͚faĐilitatiŶg adaptaďilitǇ͛ and ͚sǇŶthesiziŶg iŶfoƌŵatioŶ͛ thaŶ 
'championing alternatives' and ͚implementing deliberate strategy.͛ IŶ the fiƌst 
dataset of current deans, however, attention to strategic behaviours in the four 
roles was more balanced. Fourthly, the findings suggested that prolonged 
transitions between roles and optimal tenures of six to eight years characterised 
ďehaǀiouƌs of ͚seƌial͛ deaŶs ǁho ǁeƌe peƌĐeiǀed as relatively successful. Finally, 
the historical backdrop of a dynamic industry that is now maturing represents an 
important en/disabling contingent factor giǀeŶ the ͚Đash Đoǁ͛ status ;“taƌkeǇ aŶd 
Tiratsoo, 2007) of university-based business schools. 
 
These insights suggest that deans need to be sensitive to organisational culture, 
especially working with and managing academic peers, administrative 
professionals in the unit and in the central university. Roos (2014: 52) advises 
business school deaŶs to ͚keep iŶ touĐh ǁith the Đultuƌe…puďliĐlǇ staŶdiŶg up; 
ǁalkiŶg aƌouŶd; paƌtiĐipatiŶg iŶ Đoffee ďƌeak Đhats͛; eŶgagiŶg ͚fouŶdeƌs͛ aŶd 
17 
 
outside keǇ stakeholdeƌs.͛ Tyson, formerly dean of London Business School, argues 
that ͚the quality of our institutions ultimately depends upon our faculty, students 
aŶd pƌofessioŶal staff͛ (Powell, 2006: 1212). A dean must deal with these multiple 
stakeholders and the ambiguity of contradictory and even duplicitous strategic 
narratives at the same time. Many business school deans are executive forms of 
͚pƌaĐadeŵiĐ.͛ Posner (2009: 15) defines pracademics as ͚effeĐtive brokers... who 
have occupied significant positions as both academics and practitioners... 
adaptable and cross-pressured actors [who] serve the indispensable roles of 
tƌaŶslatiŶg, ĐooƌdiŶatiŶg aŶd aligŶiŶg peƌspeĐtiǀes aĐƌoss ŵultiple ĐoŶstitueŶĐies.͛ 
Chairs of the Federal Reserve Bernanke (Khademian, 2010) and Yellen, and 
Mervyn King, former Governor of the Bank of England, are examples of high 
profile pracademics.  
 
The findings in this thesis are transferable to other knowledge-intensive 
organisations in the public sector, as well as professional service firms, and 
professional practices (e.g. Winch and Schneider, 1993; Empson et al, 2013). The 
͚management͛ of salaried experts is a key issue in business schools (AACSB, 2011: 
190–191) that hire increasingly mobile academic labour. This is a concern in similar 
knowledge intensive organisations where knowledge workers strive for personal 
autonomy. 
 2. Research objectives 
My interest in this unique study of the practices of UK business school deans is 
motivated by a need to make sense of high profile upper middle management 
(UMM) strategic roles in public sector professionalised organisations. The 
18 
 
rationale for adopting a strategic-as-practice lens is justified by four current 
conceptual and empirical limitations in the strategic management literature. 
FiƌstlǇ, this studǇ addƌessees sĐholaƌs͛ appaƌeŶt ŶegleĐt of ďusiŶess uŶit ŵaŶageƌs͛ 
everyday strategic practices within complex pluralised organisations. Secondly, the 
research recognises the paucity of studies on how strategy and management 
experts strategize as strategic practitioners (rather than as consultants, 
researchers, or teachers) and first-order perceptions of their own practices which 
Paroutis and Heracleous (2013) have investigated. Thirdly, this study makes a 
contribution to the middle management role stream of strategy literature in the 
absence of links between middle management strategic roles and contingencies 
such as temporal perspectives (Quy, 2001; Roe et al, 2009) in not-for-profits such 
as loosely coupled educational institutions (Weick, 1976) outside North American 
research settings. This is achieved in the thesis by making connections between 
practices, roles, contingencies, and archetypes. Finally, while there are well-
established classifications of organisational strategies (Miles and Snow, 1978; 
Miller and Friesen, 1978; Wissema et al, 1980) and managerial roles (Mintzberg, 
1971) in the literature, there are no typologies of general upper middle manager 
business unit strategists. One exception is Powell and Angwin͛s ;ϮϬϭϮͿ 
categorisation of four archetypes of chief strategy officer.  
 
Business schools are interesting pluralistic sites for research because of the 
inherent tensions with expectations of them to contribute institutionally as cash 
cows while retaining scholarly credibility. As business school deans are responsible 
for an applied discipline in a professional school, they must interact with 
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management practitioners more than their counterparts in other types of 
academic units. The dynamic evolution of the business school sector lends itself to 
a study of intergenerational differences in deaŶs͛ micro-strategies in changing 
public policy contexts. This thesis draws on varying dimensions of time suggested 
by Tuttle (1997).  
 
The business school industry has experienced explosive growth and huge 
popularity with students, particularly in the UK since the 1960s (Engwall and 
Danell, 2011). In a knowledge economy, there are clear strategic opportunities for 
these institutions to generate thought leadership (Lorange, 2010) and to make a 
significant impact with research and innovation that society values (Morsing and 
Sauquet Rovira, 2011). Accusations that MBA graduates were in part to blame for 
the 2008 financial crisis (as reviewed by Currie et al, 2010) have been echoed by 
criticisms from top business school industry insiders. For instance, Thomas and 
Cornuel (2012a: 330) state that current models of business schools have reached a 
tipping point. Indeed, Thomas et al (2013b) suggest business schools may be at a 
͚tƌippiŶg poiŶt͛ ǁheƌe eǆistiŶg paƌadigŵ tƌaps Ŷeed to ďe oǀeƌhauled (Thomas et 
al, 2014). Moreover, Starkey and Tiratsoo (2007: 55) depict the increasing 
coŵpleǆitǇ of the ďusiŶess sĐhool deaŶ͛s ƌole oǀeƌ tiŵe and the high stakes nature 
of the role like that of a premier league football manager: ͚Forty years ago running 
a business school was something that a senior professor might well take as a 
matter of duty shortly before retirement. Nowadays deans almost constitute a 
profession in their own right, a cohort with unique and specialist skills...Deans may 
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be likened to sports coaches, hired to improve performance, fired at will, but with 
one eye always on buildiŶg theiƌ oǁŶ Đaƌeeƌs.͛ 
 
The sample of 52 primary and secondary respondents in this study has been 
selected to provide rich data on the strategic practices of upper middle managers. 
The 24 business school deans who were the main subjects of the research 
represent diverse examples of influencing from a middle position in an 
environment of increasing marketisation, customer centricity, technological 
disruption, and government (de)regulation. These contingencies are highly 
challenging for academic leaders as hybrid middle managers who are responsible 
foƌ ͚ŵaŶagiŶg͛ felloǁ higheƌ eduĐatioŶ pƌofessioŶals in strategic business units.  
 
The four-year data collection period (2008–2011) in this thesis and the case study 
design spanning over 40 years of one organisation in the second phase of the 
research project allow for attention to highly contextualised and historical details 
about the strategic practices of successive leaders. The position of the part-time 
ƌeseaƌĐheƌ ďased iŶ the UK͛s AssoĐiatioŶ of BusiŶess “Đhools enabled 
unprecedented access to a managerial élite (Pettigrew, 1992) when the legitimacy 
of existing business and educational models of management education was being 
seriously questioned (e.g. The Economist, 2014; Thomas et al, 2014). 
 
A strategy-as-practice lens allows the reader of this study to see dynamic social 
practices situated in different times and contexts. This has enabled the thesis to 
eǆteŶd FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ŵodel ǁhiĐh is largely 
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atemporal, context free, and based on a large scale American statistical survey in 
the early 1990s of 259 middle managers in 25 organisations. Whetten (2009: 31) 
defiŶes ĐoŶteǆt as ͚the set of faĐtoƌs suƌƌouŶdiŶg a pheŶoŵeŶoŶ that eǆeƌts soŵe 
direct or indirect influence on it.͛ ‘espoŶses iŶ the data aƌe underpinned by Floyd 
aŶd Wooldƌidge͛s ƋuestioŶŶaiƌe (1996: 149–151) which is listed in Appendix 1. The 
seven archetypes of strategists derived from the data are discussed in Chapters six 
and seven. They are based on an analysis within a new model developed in this 
thesis that connects practices, roles, archetypes, and contingencies. The four types 
of strategist derived in this study of the Dealmaker, Deliberator, Debater, Doer are 
mapped directly onto Floyd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ middle 
management roles of facilitating, synthesizing, championing, and implementing. 
The three additional ideal types of Dynamo, Defender, and Drifter represent 
exemplary, cautious, and non-strategic behaviours respectively. 
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3. Research questions 
To ĐatĐh ͚ƌealitǇ iŶ flight͛, oƌ at least ƌespoŶdeŶts͛ ǀieǁs of ƌealitǇ, Pettigƌeǁ 
;ϭϵϵϬ: ϮϲϴͿ aƌgues that ͚theoƌetiĐallǇ souŶd aŶd pƌaĐtiĐallǇ useful ƌeseaƌĐh oŶ 
change should explore the contexts, content, and process of change together with 
theiƌ iŶteƌĐoŶŶeĐtioŶs thƌough tiŵe.͛ IŶ aŶ atteŵpt to aĐhieǀe this, the study 
seeks to answer the following research questions: 
1. What are the strategizing practices of upper middle managers who are 
responsible for professionalised, hybrid business units in pluralised 
public sector organisations? 
2. Hoǁ do these stƌategists͛ pƌaĐtiĐes ǀaƌǇ ǁithiŶ diffeƌeŶt ĐoŶteǆts iŶ the 
same industry over time, within a typology of upper middle 
management roles? 
3. What typology of hybrid upper middle manager strategist archetypes 
might be useful to understand activities in the role? 
 
 
 
 
 
 
 
 
 
23 
 
 
 
 
                      Figure 1: Structure of this thesis 
 
 
 
 
 
Chapter 10 
recommendations, 
future research 
directions and 
conclusions 
Chapter 5                   
research methods 
Chapter 8                
discussion of 
research findings 
 
Chapter 4                
contingencies: 
business 
schools, public 
policy 
HYBRID UPPER 
MIDDLE MANAGER 
STRATEGIZING 
PRACTICES:                
LINKING 
ARCHETYPES AND 
CONTINGENCIES IN 
THE UK BUSINESS 
SCHOOL DEANSHIP 
Chapter 2                
strategic roles, 
hybrid middle 
managers 
Chapter 3                
strategizing  
practices over 
time 
Chapter 1 
introduction,       
research questions, 
overview 
 
 
4. Structure of the thesis 
Figure 1 outlines the ten chapters. 
Chapter 6              
data analysis 
and coding 
 Chapter 7                
linkages between 
practices, roles, 
contingencies, 
and archetypes 
 
Chapter 9                
theoretical 
contributions, 
practical 
implications, 
and limitations 
 
24 
 
Chapter one introduces the rationale for the research which is to address gaps in 
current literature on middle manager strategizing and role typology. It focuses on 
hybrid upper middle managers (UMMs) in a professionalised context of the public 
sector university-based business school deanship. It states the central research 
questions on strategic business unit manager strategizing practices in different 
contexts over time. 
Chapter two considers definitions of middle managers and their strategic purpose. 
It ĐƌitiƋues FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ tǇpologǇ of ŵiddle 
management strategic roles and studies using this framework, as well as 
contingency theory. The second chapter reflects on hybrid professionals and the 
effects of shifts in public sector policy.  
Chapter three reviews theoretical and empirical literature on strategists, 
practices, and strategy-as-pƌaĐtiĐe. This Đhapteƌ ƌefleĐts oŶ ŵiddle ŵaŶageƌs͛ 
practices over time and reviews frameworks on temporal perspectives.  
Chapter four explores the research setting by examining the evolution of debates 
on business schools, their leaders and business and management education 
globally. It then specifically examines changes in the UK, and developments at 
Warwick Business School (WBS) which is the case in the second dataset. These 
contingencies provide the backdrop to understanding business school deaŶs͛ 
behaviours and contextualises their strategic choices in the analysis. 
Chapter five concentrates on the research methods, design, data collection, 
analysis, and epistemological foundations in this thesis. The quality of the research 
in terms of validity and reliability and the limitations of the research methods are 
discussed. 
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Chapter six details the data coding and relevant empirical findings for each of the 
four middle management strategizing roles in turn: facilitating adaptability, 
synthesizing information, championing alternatives, and implementing deliberate 
strategy. Within and cross-case analyses enable patterns of similarities and 
differences to be highlighted. Strategizing behaviours are categorised in the seven 
strategist archetypes. 
Chapter seven explores interactions in the data between practices and 
contingencies that generated the strategist archetypes in this thesis from a 
typology of strategic middle management roles. 
Chapter eight reflects on the research findings for each of the three datasets. It 
contextualises the UK business school landscape during 2008-2011 when the 
interviews were conducted. 
Chapter nine presents the two main theoretical contributions of extending Floyd 
aŶd Wooldƌidge͛s (1992, 1994, 1996) model using contingency and practice 
perspectives to produce a typology of strategists. Practical implications for 
business school leadership and limitations of this research project are also 
discussed. 
Finally, Chapter ten suggests recommendations, future relevant research 
directions, and provides an overall conclusion. 
 
 
  
26 
 
CHAPTER TWO: MIDDLE MANAGERS’ STRATEGIC ROLES  
1. Introduction 
IŶ ƌespoŶse to Wooldƌidge aŶd FloǇd͛s ;ϭϵϵϬͿ Đall foƌ gƌeateƌ iŶsights iŶto 
organisational contingencies, this chapter combines literatures on middle 
managers and public sector hybrid professionals using contingency theory and a 
strategy-as-practice view. Chapter two reviews the literature on middle managers 
and the debates about whether they add to or detract from espoused strategy. 
This thesis seeks to understand the phenomenon of upper middle managers to 
inform an analysis of the empirical data collected at the business unit level. It aims 
to ďuild a Đleaƌ uŶdeƌstaŶdiŶg eŵpiƌiĐallǇ of FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, 
1996) typology of middle management strategic roles of facilitating, synthesizing, 
championing, and implementing. Their model is based on two dimensions of 
influencing direction and degree of alignment with the deliberate strategy. This 
conceptualisation of middle managers is used in this thesis to frame insights into 
the empirical data on managing professionals in a public sector context in order to 
shape and guide an understanding of the practices of business school deans. This 
study elaborates on the typology of four roles from a practice perspective by 
adopting the close-up, more everyday sociological standpoint (Whittington, 2007) 
applied in strategy-as-practice literature which will be reviewed in Chapter three. 
 
Uniquely, this thesis looks at how upper middle managers, some of whom are 
professors of strategic management, actually practise strategy. This study fills a 
gap in the research on the first-order insights of strategists (Paroutis and 
Heracleous, 2013) in the public sector by exploring management scholars͛ 
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reflections on their own strategy work — essentially, how they practise what they 
pƌofess. It also eǆteŶds FloǇd aŶd Wooldƌidge͛s (1996) work by adapting their 
large-scale survey conducted in the early 1990s, mainly in a US manufacturing 
context, to a UK higher education setting and by focusing on the strategizing 
practices within the roles. A strategy-as-practice extension of this process model 
allows for greater insights into how middle managers think, talk, (inter)act, and 
perform beyond considerations for merely narrow economic outputs. 
 
Chapter two is structured as follows. Firstly it considers definitions of middle 
managers in terms of position and strategic value. Secondly, it reviews optimistic 
and pessimistic debates on middle managers͛ pƌospeĐts. ThiƌdlǇ, the Đhapter 
critiques Floyd and Wooldridge͛s (1992, 1994, 1996) model of four middle 
management strategic roles and notes contingencies in their work and temporal 
perspectives. This section also highlights the contributions of studies that have 
drawn on Floyd aŶd Wooldƌidge͛s (ibid) theoretical model. The fourth section of 
the chapter considers the context of knowledge-intensive organisations and the 
identities of knowledge workers, in particular academic faculty. The literature 
review then examines debates about professions and professionals. Business 
school deans in this study are categorised as ͚hybrid professionals͛ aŶd as 
strategists who work with different professional logics although they may not call 
themselves managers or professionals. This raises the question: How are 
professionals ͚managed͛? “ection six considers the impact of public sector reforms 
on professionals. Section seven then reflects on the complexities of hybrid 
managers located in a senior middle position who are responsible for academic 
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peers and other professionals within the public sector discourse of marketisation. 
Finally, chapter two ends with a review of work on archetypes. 
2. What is a middle manager? 
Traditionally, middle managers have been investigated in the literature with 
respect to their hierarchical positions and roles in implementing strategic 
directives. Opposing views on the strategic value of mid-level managers (MLMs) 
before drastic delayering in the 1980s are reconciled in an argument that their 
roles have changed rather than diminished, especially as a result of new 
technology (Pinsonneault and Kraemer, 1993).  
 
It is useful initially to reflect on who or what is a middle manager. Dopson and 
NeuŵaŶŶ ;ϭϵϵϴ: ϱϵͿ aƌgue: ͚Fƌoŵ eǆteŶsiǀe pƌeǀious ƌeseaƌĐh, it is appaƌeŶt that 
Ŷo ƌeal satisfaĐtoƌǇ defiŶitioŶ eǆists.͛ Theƌe is a laĐk of geŶeƌal agƌeeŵeŶt aďout 
the aĐtual teƌŵ ͚ŵiddle ŵaŶageƌ.͛ Wooldƌidge et al ;ϮϬϬϴ: ϭϮϭϳͿ highlight this 
iŶĐoheƌeŶĐe: ͚The theoretical definition of middle management remains 
somewhat ambiguous, and the inconsistent definition of the focal unit has blurred 
issues of ĐoŵpaƌaďilitǇ aĐƌoss studies.͛ The position of middle managers in 
organisational hierarchies is unclear in many studies. Middle managers represent a 
heterogeneous group, ranging from low-level bureaucrats to senior executives 
below the top management team (TMT). In his study, Huy (2001: 73) defines 
ŵiddle ŵaŶageƌs as ͚any managers two levels below the CEO and one level above 
liŶe ǁoƌkeƌs aŶd pƌofessioŶals.͛ Ogbonna and Wilkinson (2003: 1175) note that 
͚[t]he teƌŵ ͞middle manager͟, while generally understood as those managers 
subject to management from ͞above͟ at the same time as they manage those 
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͞below͟, is recognised as problematic because of its varying usage in different 
oƌgaŶizatioŶs.͛ MaŶǇ authoƌs ǀieǁ ŵiddle ŵaŶageƌs iŶ the context of 
organisational structure. Uyterhoeven (1989: 136) describes a general middle 
ŵaŶageƌ as soŵeoŶe ͚ǁho is ƌespoŶsible for a particular business unit at the 
iŶteƌŵediate leǀel of the Đoƌpoƌate hieƌaƌĐhǇ.͛ “taehle aŶd “Đhiƌŵeƌ ;ϭϵϵϮ: ϳϬͿ 
ďƌoadlǇ Ŷote that ŵiddle ŵaŶageƌs aƌe ͚eŵploǇees ǁho haǀe at least tǁo 
hierarchical levels under them and all staff employees with responsibility for 
ŵaŶagiŶg peƌsoŶŶel.͛  
 
For the purposes of this thesis, a relational and activity-based, rather than a 
narrowly structural, approach is adopted. Floyd and Wooldridge (1996: 111) 
define a ŵiddle ŵaŶageƌ iŶ ďƌoad teƌŵs as ͚aŶǇ iŶdiǀidual who is regularly 
iŶǀolǀed iŶ, oƌ iŶteƌfaĐes ǁith, the oƌgaŶizatioŶ͛s opeƌatioŶs aŶd ǁho has soŵe 
aĐĐess to uppeƌ ŵaŶageŵeŶt.͛ Bower (1986: 297–298), for instance, suggests that 
ŵiddle ŵaŶageƌs aƌe the oŶlǇ iŶdiǀiduals iŶ the oƌgaŶisatioŶ ͚ǁho aƌe iŶ a position 
to judge ǁhetheƌ issues aƌe ďeiŶg ĐoŶsideƌed iŶ the pƌopeƌ ĐoŶteǆt.͛ Furthermore, 
“ĐhlesiŶgeƌ aŶd OshƌǇ ;ϭϵϴϰͿ highlighted ŵiddle ŵaŶageƌs͛ iŶtegƌatiǀe tasks 
between top management and the general workforce as well as across functions. 
Sayles (1993) also notes the importance of middle managers working sufficiently 
closely with those involved in operations and with external contacts. Jacques 
(1976: 23) construes middle managers as two-way conduits; they are actors who 
͚take ŵessages fƌoŵ seŶioƌ aŶd top managers and convert them into operational 
ǁoƌk, ŵakiŶg suƌe that the ǀaƌious ĐoŵpoŶeŶts fit ǁith eaĐh otheƌ.͛ Middle 
managers function more than just as linking pins (Likert, 1961) as they facilitate 
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strategic activities at the interface with top managers (Schilit, 1987; Nonaka, 1988; 
Dutton et al, 1997; Pappas et al, 2003). Uyterhoeven (1989: 137) acknowledges 
the vertical aŶd peeƌ ƌelatioŶships iŶheƌeŶt iŶ the ŵiddle ŵaŶageŵeŶt ƌole: ͚the 
middle manager wears three hats in fulfilling the general manageŵeŶt ƌole͛, i.e. a 
superior, subordinate, and an equal. Even before the era of mass downsizing, 
HoƌŶe aŶd LotioŶ ;ϭϵϲϱ: ϯϮͿ aƌgued that the ŵiddle ŵaŶageŵeŶt ƌole ͚Đalls foƌ 
the ability to shape and utilize the person-to-person channels of communication, 
to iŶflueŶĐe, to peƌsuade, to faĐilitate.͛ 
3. Middle managers’ strategic value 
Given that middle managers do not represent a homogenous group, the 
contributions of middle managers are disputed in the literature. For example, their 
roles are variously portrayed as both strategically valuable (Currie, 1999a; Currie, 
1999b; King et al, 2001; Huy, 2002) and expendable (Drucker, 1988; Gratton, 
2011). Views on the purpose of middle managers have been equivocal, with 
scholars juxtaposing labels such as ͚dinosaurs͛ or ͚dynamos͛ (Floyd and 
Wooldridge, 1994), ͚saboteurs͛ or ͚scapegoats͛ ;FeŶtoŶ O͛CƌeeǀǇ, ϮϬϬϭͿ, ͚victims͛ 
or ͚vanguards͛ (Fulop, 1991), or paradoxically presenting them in the public sector 
as puppets who pull strings (Schartau, 1993). The real worth of middle managers 
to business and corporate strategies is determined by context and their ability to 
formulate as well as execute strategy.  
 
This thesis starts with a guardly optimistic view of middle managers. Zhang et al 
(2008) recognise the multiple positiǀe ƌoles these iŶdiǀiduals plaǇ: ͚Middle 
managers are in a pivotal position in organizations. They are responsible for 
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accomplishing organizational goals by interpreting and implementing 
organizational strategies, facilitating change, creating effective working 
environments, ensuring smooth running of operations, building teams and 
ŵotiǀatiŶg suďoƌdiŶates͛ ;iďid: ϭϭϮͿ. As the Ŷuŵďeƌ of ŵiddle ŵaŶageƌs has 
reduced (Cascio, 1993), it can be argued that those who remain have broader 
expertise and greater opportunities to innovate (Staehle and Schirmer, 1992). 
Nonaka (1988) and Nonaka and Takeuchi (1995) see middle managers as serving 
critical roles in translating tacit knowledge into explicit knowledge through a 
͚ŵiddle-up-doǁŶ͛ pƌoĐess. Delŵestƌi aŶd WalgeŶďach (2005: 215) also classify 
middle managers as knowledge brokers. Shi et al (2009) elaborate on types of 
brokerage. Furthermore, Delmestri and Walgenbach (2005: 215) emphasize the 
need to recognise organisational contingencies in studies on middle managers: 
͚The soĐial ĐoŶstƌuĐtioŶ of ŵiddle ŵaŶageŵeŶt is iŶdeed affeĐted ďǇ the 
ƌegulatiǀe, ĐogŶitiǀe aŶd Ŷoƌŵatiǀe ĐoŶteǆt iŶ ǁhiĐh it is eŵďedded.͛ BeiŶg 
͚ŵiddliŶg͛ is Ŷo loŶgeƌ good eŶough; managers in the middle must justify their 
strategic contributions within the specific context of their organisations. The 
business school deanship in this study is clearly a challenging position by virtue of 
the multiple roles deans play and the complexity of the contingencies in which 
they operate as strategic actors located in the middle of the organisation and at 
the head of a strategic business unit. 
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Ͷ. Floyd and Wooldridge’s middle management strategic roles 
4.1 Overview 
This section considers the theoretical framework selected to understand the 
business school deaŶs͛ ďehaǀiouƌs iŶ this studǇ. FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, 
1994, 1996) typology of four strategic middle management roles is underlined by 
an assumption that strategy is ongoing, interactive, and iterative. This is consistent 
with a Mintzbergian view of emergent strategy (Mintzberg and Waters, 1985). In 
this thesis, FloǇd aŶd Wooldƌidge͛s ǀieǁs of middle managers are framed from an 
activity-based approach to analyse behaviours and cognitive activities such as 
synthesizing. The model delineates these activities in terms of (a) the dimensions 
of upwards and downwards influence in the strategy process and (b) alignment 
with corporate strategy. Lateral influencing was subsequently added to the model 
iŶ ƌeĐogŶitioŶ of ͚ŵoƌe hoƌizoŶtal ďusiŶess stƌuĐtuƌes͛ ;FloǇd and Wooldridge, 
1994: 53).  
 
Floyd and Wooldridge (1992, 1994, 1996) recognise that middle managers more 
than simply implement uppeƌ ŵaŶageƌs͛ diƌeĐtiǀes. TheǇ see ďouŶdaƌǇ-spanning 
middle managers as integral to the two-way processes of strategy formulation and 
execution. Like Kanter (1982) and Burgelman (1983a, 1983b), Floyd and 
Wooldridge (1992, 1994, 1996) regard middle managers as potential generators of 
innovative ideas upwards. Indeed, in delayered organisations where the upper 
echelons are dealing with shareholders and board members, middle managers are 
ideally placed to be in touch with emerging trends at the customer interface. In 
service firms this is often the point of innovation (Dodgson and Gann, 2010). 
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Middle managers are able to communicate new initiatives to top managers who 
operate in different networks. The network centrality (Ibarra, 1993) of the 
dynamic middle manager allows for a panoramic and holistic view to connect 
operational and strategic concerns. Burgelman (1983a) provided evidence of 
strategic developments generated by middle managers that were more realistic 
than the abstract directions determined by executives further up the hierarchy.  
FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ theoretical model shown in Figure 2 
comprises four interdependent middle management roles. The four roles within 
the two dimensions are: (i) facilitating adaptability (downward, divergent);           
(ii) synthesizing information (upward, integrative); (iii) championing alternatives 
(upward, divergent); and (iv) implementing deliberate strategy (downward, 
integrative). The roles are not necessarily sequential or linear. Floyd and 
Wooldƌidge ;ϭϵϵϲ: ϵϰͿ aƌgue that ͚[t]he faĐilitatiŶg ƌole is a ĐƌuĐial pƌeƌeƋuisite of 
effeĐtiǀe ĐhaŵpioŶiŶg.͛ It Đould ďe suggested, hoǁeǀeƌ, that selliŶg the going in 
mandate is followed by the ŵiddle ŵaŶageƌ͛s ;ƌe)synthesizing before championing 
of the revised mandate occurs when there is a better handle on the new realities. 
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  Behavioural 
 
 Upward Downward 
 
 
 
 
 
 
 
 
 
Championing  
Alternatives 
 
constantly communicating 
suggestions to develop 
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Synthesizing   
Information 
 
interpreting operating         
and strategic information        
to others 
 
 
Implementing           
Deliberate Strategy 
 
designing activities to align 
action with strategic intent 
 
 
Figure 2: FloǇd aŶd Wooldƌidge͛s fouƌ ŵiddle ŵaŶageŵeŶt stƌategiĐ ƌoles 
FloǇd aŶd Wooldƌidge͛s (ibid) middle management strategic role typology draws 
on role theory which ͚eǆplaiŶs ƌoles ďǇ pƌesuŵiŶg that peƌsoŶs aƌe ŵeŵďeƌs of 
social positions and hold expectations for their own behaviors and those of other 
peƌsoŶs͛ ;Biddle, 1986: 67). Rather than an exploration of economic results, this 
research examines strategizing activities. It respects WeiĐk͛s ;ϭϵϲϵ: ϰϰͿ Đall foƌ 
oƌgaŶisatioŶal ƌeseaƌĐheƌs to ďe ͚eǆtƌaǀagaŶt iŶ theiƌ use of geƌuŶds͛ ďǇ 
recognising that the strategic roles highlighted in this study are on-going rather 
than one-off activities. The following sections investigate the four roles in turn.  
4.1.1 Facilitating adaptability 
FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ role of ͚faĐilitatiŶg adaptaďilitǇ͛ is 
based on nurturing adaptability and setting the stage for renewal. It suggests 
flexing and adapting rules differently from the strategic plan. Facilitating 
In
te
g
ra
ti
v
e
 
D
iv
e
rg
e
n
t 
Cognitive 
  
 L
a
te
ra
l 
35 
 
adaptability indicates opportunities for emergence, for example to gather 
resources to experiment. Floyd and Wooldridge (1992: 155) define facilitating 
adaptability as: 
 
'fostering flexible organizational arrangements.' 
 
This may indicate changes to existing strategy as well as the development of new 
activities. Floyd and Wooldridge (1996) provide examples of managers hiding 
experiments from top management to gain additional resources, and bending 
rules to support emerging projects. Middle managers often adapt activities that 
diverge separately from the deliberate strategy to realise strategic changes in a 
context where social reality is continually being (re)constructed and new 
opportunities emerge.  
 
Floyd and Wooldridge ;ϭϵϵϲ: ϴϰͿ eƋuate faĐilitatiŶg ǁith eǆpeƌieŶtial leaƌŶiŶg: ͚the 
nurturing and development of experimental programs and organizational 
arrangements that increase organizational flexibility, encourage organizational 
leaƌŶiŶg, aŶd eǆpaŶd the fiƌŵ͛s ƌepeƌtoiƌe of poteŶtial stƌategiĐ ƌespoŶses.͛ TheǇ 
use the ŵetaphoƌ of faĐilitatiŶg as ͚the fleǆiďle, aĐĐoƌdioŶ-like structure between 
the tǁo paƌts of a ƌetiĐulated passeŶgeƌ ďus͛ ;iďid: ϴϵͿ that alloǁs simultaneously 
for flexibility within rigidity.  
Furthermore, Floyd and Wooldridge (1996) distinguish two sides of facilitating:                                 
(i) subversive/destructive behaviours and (ii) nurturing creativity. The subversive 
middle manager plaǇs the ƌole of ͚diǀeƌtiŶg ƌesouƌĐes aŶd hidiŶg experimental 
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pƌogƌaŵs fƌoŵ top ŵaŶageŵeŶt...to ǁoƌk outside the sǇsteŵ͛ ;Floyd and 
Wooldridge, 1992: 48). Middle managers can appear reluctant to support a 
potentially unrealistic deliberate strategy imposed by top managers because 
middle managers are much closer to reality and know how strategic plans will 
translate pragmatically. These middle managers may accumulate additional 
resources to experiment covertly in activities that deviate from the official 
strategy, which top managers may subsequently vindicate.  
Floyd and Wooldridge (1996) see the nurturing manager as someone who 
emphasizes growth, development, and learning. These middle managers need to 
create slack for experimentation built on interpersonal trust and team building. In 
this guise, ͚[ŵ]iddle managers facilitate adaptation by creating innovative 
organizational arrangements and nurturing promising operating-leǀel iŶitiatiǀes͛ 
(ibid: 95). FloǇd aŶd Wooldƌidge ;iďid: ϵϯͿ list fiǀe ďehaǀiouƌs of: ͚eŶĐouƌagiŶg 
informal discussion and information sharing; relaxing regulations to get new 
projects started; buying time for experimental programs; locating and providing 
ƌesouƌĐes foƌ tƌial pƌojeĐts; pƌoǀidiŶg a safe haǀeŶ foƌ eǆpeƌiŵeŶtal pƌogƌaŵs.͛ 
Teaŵ ďuildiŶg is a ǀeƌǇ iŵpoƌtaŶt paƌt of the ŵaŶageƌ͛s tool kit. Floyd and 
Wooldridge argue that ͚[i]Ŷ esseŶĐe, effeĐtiǀe faĐilitatiŶg ƌests oŶ the ŵaŶageƌ͛s 
sensitivity to group processes, the ability to coach others, and the willingness to 
be confrontational͛ (ibid). In this view of middle management strategizing, there is 
a need for high quality discussion and listening, interpersonal trust, effective 
relational skills, nurturing, and learning to enhance decision making. Openness is 
seen as an important organisational feature (Argyris, 1964).  
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In their questionnaire, Floyd and Wooldridge (1996: 149–151) suggest that when 
facilitating adaptability, effective middle managers: 
1. Evaluate the merits of proposals generated in their unit, encouraging 
some, discouraging others.  
2. Provide a safe haven for experimental programmes. 
3. Encourage multidisciplinary problem-solving teams. 
4. Provide resources and develop objectives/strategies for unofficial projects. 
5. Relax regulations and procedures to start new projects. 
4.1.2 Synthesizing information 
While the four roles overlap and some middle managers may act before they 
think, it is suggested that synthesizing and facilitating usually precede and support 
championing and implementing. Floyd and Wooldridge (1996: 69) write that: 
 
 
͚[s]ǇŶthesiziŶg is a subjective process by which middle managers inject 
strategic meaning into operating and strategic information and 
ĐoŵŵuŶiĐate theiƌ iŶteƌpƌetatioŶs to otheƌs.͛ 
 
Synthesizng activities include framing, labelling, and categorising issues. Floyd and 
Wooldridge (1996: 83) delineate the two main hallmarks of an effective 
synthesizer: (i) proactive learning: comprehending and articulating the strategic 
mindset, internalizing and externally testing core values; importing and 
interpreting strategic information; (ii) deliberately communicating: actively 
framing issues to align strategically; selectively selling issues and adjustiŶg a ͚sales 
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appƌoaĐh͛ to aĐhieǀe desiƌed goals. These ƌoles liŶk to WeiĐk͛s ;ϭϵϳϵͿ ŶotioŶ of 
organisational sensemaking. 
 
In their questionnaire, Floyd and Wooldridge (1996: 149–151) indicate that as part 
of the synthesizing information role, effective middle managers: 
1. Monitor and assess the impact of changes in the organisatioŶ͛s eǆteƌŶal 
environment. 
2. Integrate information from a variety of sources to communicate its 
strategic significance. 
3. Assess and communicate the business-level implications of new 
information to higher-level managers. 
4. Proactively seek information about the business from customers, suppliers, 
competitors, business publications, and so on. 
5. Monitor and communicate to higher-level managers the activities of 
competitors, suppliers, and other outside organisations. 
Synthesizing is viewed as strategic when it influences decisions made regarding 
plans that entail hiring new talent, restructuring, changing product offerings, and 
internationalisation. It is assumed that most middle managers reflect first on what 
they are championing rather than sell the going-in mandate they have been given 
without first gathering additional information. More importantly, in the light of 
this thesis, synthesizing represents a cognitive capability that is well developed in 
deaŶs͛ previous roles as scholars and consultants. How is this analytical practice 
transferred to an executive position managing peers? Are there cases of paralysis 
by analysis, too much deliberation at the expense of action because the individuals 
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aƌe ͚too aĐadeŵiĐ͛? CeƌtaiŶlǇ theƌe haǀe ďeeŶ Đases iŶ the seĐtoƌ of very 
introverted scholars retreating to their studies and shutting their doors to write 
papers. These kinds of individuals are uncomfortable with the visibility and 
constant interruptions that deans are generally expected to manage. Alternatively, 
there may be an action bias in deans with more despotic tendencies who do not 
take time to gather and assimilate information through consensual mechanisms. A 
reason for this behaviour may be because they are frustrated by internal 
bureaucracy or academic colleagues who appear to be disengaged from 
institutional concerns.  
As synthesizers, middle managers advance a shared strategic understanding 
through assimilating information from different sources that reaffirm the existing 
mandate or, more usually, result in a revised or new theme. Practices in this 
synthesizing role include framing, labelling, and categorising issues. Middle 
managers integrate multiple sources of information from a range of stakeholders 
that are translated to their superiors. This very much emphasizes middle 
ŵaŶageƌs͛ Ŷetǁoƌk ĐeŶtƌalitǇ ǁithiŶ the oƌgaŶisatioŶ ďetǁeeŶ the ďusiŶess uŶit 
periphery and the central parent and as a key boundary spanner between the 
institution and industry and more macro influences externally. Hence, there are 
depictions of deans as ͚Janus-like͛ ;“aƌƌos et al, ϭϵϵϴ: ϴϮͿ as ͚they mediate the 
concerns of the university mission to faculty and at the same time try to champion 
the values of their faculty…they must learn to swivel without appearing dizzy, 
sĐhizophƌeŶiĐ, oƌ ͞tǁo-faĐed͛͟ (Gmelch, 2004: 75).                          
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4.1.3 Championing alternatives 
Within their model, Floyd and Wooldridge (1996: 55) describe the third role of 
championing alternatives as: 
 
 
͚the peƌsisteŶt aŶd peƌsuasiǀe ĐoŵŵuŶiĐatioŶ of pƌoposals that eitheƌ 
provide the firm with new capabilities or allow the firm to use existing 
capabilities differently.͛ 
 
 
In their questionnaire, Floyd and Wooldridge (1996: 149–151) suggest when 
championing alternatives, effective middle managers:  
1. Evaluate the merits of new proposals. 
2. Search for new opportunities and bring them to the attention of higher-
level managers. 
3. Define and justify the role of new programs or processes to upper-level 
managers. 
4. Justify programmes that have already been established to higher-level 
managers. 
5. Propose new programmes or projects to higher-level managers. 
Mantere (2003: 83–120) identified eight types of champion: empowered, 
excluded, abandoned, discontent, stressed, disregarded, puzzled and  
overwhelmed, depending on their sphere of influence. Like Dutton and Ashford 
(1993), Floyd and Wooldridge (1992, 1994, 1996) recognise the importance of 
upwaƌd iŶflueŶĐe foƌ ŵiddle ŵaŶageƌs͛ stƌategiziŶg, although iŶ this thesis foƌ all 
the roles, we assume there are elements of lateral, downward, and outward 
influences in each. While synthesizing relies on making sense of information, 
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championing is about communicating these interpretations through metaphors 
and frames of reference that help constituents understand strategic choices. This 
iŶĐludes ͚ƌhetoƌiĐal stƌategies͛ ;“uddaďǇ aŶd GƌeeŶǁood, ϮϬϬϱͿ, ǁƌitteŶ aŶd 
verbal. 
4.1.4 Implementing deliberate strategy 
Finally, Floyd and Wooldridge (1996: 96) define the fourth middle management 
strategic role of implementing deliberate strategy as: 
 
͚a seƌies of iŶteƌǀeŶtioŶs desigŶed to aligŶ oƌgaŶizatioŶal aĐtioŶ ǁith 
stƌategiĐ iŶteŶt.͛ 
 
In this model, mid-level manageƌs as ͚keepeƌs of the paƌadigŵ͛ ;iďid: ϭϬϮͿ fill the 
gaps between strategy formulation and execution using integrative and downward 
influences. FloǇd aŶd Wooldƌidge aƌgue that iŵpleŵeŶtatioŶ ͚eŶtails aŶ eŶoƌŵous 
range of intellectual, leadership, and admiŶistƌatiǀe skills͛ ;iďid: ϭϬϳͿ. 
Implementing is much more than simply an action plan and series of performance 
ŵeasuƌes. FloǇd aŶd Wooldƌidge͛s (1992, 1994, 1996) teƌŵ ͚deliďeƌate stƌategǇ͛ 
contrasts with the adaptability in the facilitating role which suggests greater 
emergence and unintended strategies. They argue that as middle managers are 
nearer the action, they are often much better placed than top managers to 
understand how strategies can actually be implemented in practice. 
 
In their survey, Floyd and Wooldridge (1996: 149–151) consider that middle 
managers who are effective in implementing deliberate strategy do the following: 
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1. Implement action plans designed to meet top management objectives. 
2. Translate organisational goals into objectives for individuals. 
3. Communicate and sell top management initiatives to subordinates. 
4. Translate organisational goals into departmental action plans. 
5. Monitor activities within their unit to ensure that they support top 
management objectives. 
 
Floyd and Wooldridge (1992, 1994, 1996) highlight the need for integrative action 
and for a focus downwards for strategic implementation. Again, as in the other 
ƌoles, to use a theatƌiĐal teƌŵ, stƌategiziŶg ͚iŶ the ƌouŶd͛ ŵight ďe ŵoƌe 
appropriate given the middle position of the manager, as implementation may 
depend on actions from top managers as well as laterally and externally. The 
͚seƌies of iŶteƌǀeŶtioŶs͛ aŶd ƌefeƌeŶĐe to ͚iŶteŶt͛ suggests a puƌposeful, liŶeaƌ 
approach while in practice ad hoc, emergent changes that were not necessarily 
originally intended might more realistically reflect the complexity of getting things 
done in a pluralistic unit in a large multi-unit organisation and in a mature industry 
sector. Compared with the synthesizing role, the focus here is similarly on 
convergence and closure. Implementing strategy differs from synthesizing 
information, however, in terms of an action bias rather than reflective assimilation 
concentrated on cognitive processes. Not, of course, that implementation should 
be done without thinking or questioning.  
Strategic implementation was first defined by Schendel and Hofer (1979) from the 
perspective of controlling. Chandler (1962) recognised the influence of 
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organisational structure and processes, while Selznick (1957: 91–107) 
acknoǁledged the aďsoƌptioŶ of poliĐǇ iŶto the oƌgaŶisatioŶ͛s soĐial stƌuĐtuƌe. 
PaƌŵigiaŶi aŶd HolloǁaǇ ;ϮϬϭϭ: ϰϱϳͿ defiŶe stƌategǇ iŵpleŵeŶtatioŶ as ͚takiŶg 
aĐtioŶ thƌough opeƌatioŶs to eǆeĐute stƌategǇ͛, ǁhiĐh theǇ assuŵe ƌelies oŶ 
managerial characteristics, internal organisation, and corporate influence (Gupta 
and Govindarajan, 1984). Mintzberg (1978) argues that separating strategy 
formulation from implementation, thinkers from doers, imposes a false division of 
labour. Moreover, he has suggested that organisatioŶs aƌe ͚overled and 
uŶdeƌŵaŶaged͛ ;MiŶtzďeƌg, ϮϬϬϵͿ. He advises managers to listen to March, who 
stated that ͚[A]ll the pƌaĐtiĐal pƌoďleŵs of oƌgaŶiziŶg ŵeetiŶgs, giǀiŶg oƌdeƌs oƌ 
whatever, are important. Leadership involves plumbing as well as poetrǇ͛ (March 
and Augier, 2004: 173). The strategy literature on middle management has 
suggested that scholars have viewed them as doers rather than thinkers. This 
thesis on upper middle managers suggests the contrary, that some are more 
thinkers and delegaters than doers. It follows, then that they should pay more 
attention to both poetry (championing) and plumbing (implementing).  
For the purposes of this thesis, strategy execution suggests developing dynamic 
Đapaďilities. TeeĐe et al ;ϭϵϵϳ: ϱϭϲͿ defiŶe dǇŶaŵiĐ Đapaďilities as ͚the fiƌŵ͛s 
aďilitǇ to iŶtegƌate, ďuild, aŶd ƌeĐoŶfiguƌe iŶteƌŶal aŶd eǆteƌŶal ĐoŵpeteŶĐes.͛ 
Teece (2007) hypothesized three generic, behavioural dynamic capabilities as the 
bases for the fitness of an enterprise: (i) sensing and shaping opportunities and 
threats; (2) seizing opportunities; and (3) reconfiguring resources and structures to 
sustain competitiveness. Activities include making and carrying out strategic plans, 
resolving issues, making decisions, finishing projects and delivering results. In a 
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very narrow sense, when leading a research-intensive business school a primary 
performance measure of implementation is the acceptance of a highly cited 
academic article in a top ranked journal. 
Various strategic management scholars have reflected on managing strategy in 
higher education in terms of politics and power (Baldridge, 1971; Pfeffer and 
Salancik, 1974; Pfeffer and Moore, 1980); decision-making (Hills and Mahoney, 
1978); and sensemaking (Gioia et al 1994; Gioia and Thomas, 1996). Jarzabkowski 
and Wilson (2002) explored formulating and implementing strategy in university 
top teams using a strategy-as-practice lens with a focus on direction setting, 
monitoring and control, resource allocation and interactions. Bourgeois and 
Brodwin (1984: ϮϱϱͿ suggests that ͚[i]n professional organizations where goals are 
less tƌaĐtaďle, as iŶ uŶiǀeƌsities oƌ iŶ soŵe ͞thiŶk-taŶks͟, the ďehaǀiouƌ of keǇ 
opeƌatoƌs ĐaŶ ďe peƌĐeiǀed ďǇ oďseƌǀeƌs to ďe soŵeǁhat disĐoŶŶeĐted.͛ The 
͚gaƌďage ĐaŶ͛ ŵodel of oƌgaŶizatioŶal ĐhoiĐe ;CoheŶ et al, ϭϵϳϮͿ of pƌoďleŵs, 
solutions, decision makers and goals attaching and detaching themselves to and 
from each other may be less relevant in a more managed university sector in the 
21st century. Despite more explicit goals in the business school sector, deans are 
working with professionals and have to adopt practices less akin to dictating and 
more based on nudging (Thaler and Sunstein, 2009) professionals while 
demonstrating some respect for academic freedom. In a marketised sector, deans 
must also be more aware of distinguishing between the rhetoric of ambitions in 
mission statements and the reality of what has actually still to be achieved 
(Newman et al, 2004). DeaŶs Ŷeed to ďalaŶĐe a ͚ĐaŶ do͛ eŶtƌepƌeŶeuƌial Đultuƌe 
with being mindful of scholarly practices that require abstraction and reflection. 
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As boundary spanners linking different constituencies and balancing the status 
quo and future aspirations, deans are continually striving to fill the 
implementation gap between the strategic plan and actual achievements. Golden 
et al (2000) argue that professionals and managers clash when because they 
inteƌpƌet ͚ideŶtiĐal͛ issues iŶ diffeƌeŶt ǁaǇs. 
Thomas (2007: 37) lists the following metrics as key performance measures in 
ďusiŶess sĐhools: ͚fiŶaŶĐial ŵeasuƌes – profitability, financial surplus, level of 
endowment funding; operational measures – faculty quality, student quality, 
research quality, teaching quality, programme efficiency, measures of market 
positioning; and organisational effectiveness – league table rankings, reputation, 
studeŶt satisfaĐtioŶ, eŵploǇeƌ satisfaĐtioŶ, aĐĐƌeditatioŶ.͛ DaǁsoŶ ;ϮϬ08: 159), 
oŶe of the ƌespoŶdeŶts iŶ the thiƌd studǇ, sees the ďusiŶess sĐhool as a ͚tƌi-fold 
hǇďƌid oƌgaŶizatioŶ͛ ǁith the tƌiple oďjeĐtiǀes of aligŶiŶg the iŶteƌests of puďliĐ 
sector management, a professional service partnership, and a commercial entity. 
A key challenge she recognised during her 11 years as director of Cambridge Judge 
BusiŶess “Đhool ǁas ͚to ƌealize a stƌategiĐ plaŶ foƌ gƌoǁth iŶ ƌeǀeŶues, ƌeputatioŶ, 
and scale in such a way that growth is never at the eǆpeŶse of ƋualitǇ͛ ;iďid: ϭϲϳͿ. 
She aimed to advance knowledge and enable leadeƌship thƌough ͚Đƌeatiǀe aŶd 
ĐoŶstƌuĐtiǀe solutioŶs͛ ;iďid: ϭϳϮͿ. 
It might be expected in this study that business school deans as scholars are 
experts in abstracting and conceptualising ideas. They should, therefore, be 
predisposed to formulating strategy. In a public sector context of highly 
autonomous professionals, the problematisation and articulation of an issue are 
interesting academic exercises. In such a pluralistic environment, strategy 
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exeution can be problematic, although the higher education policy environment 
has increasingly focused academic leaders on clearer performance metrics. The 
tenures of some business school deans mirror those of premier-league football 
managers, with a similar churn for falling in league tables. This reflect an 
increasingly results-focused approach.  
Implementing, however, is far more than the cognitive exercise Floyd and 
Wooldridge (1996) suggest. In getting things done, deans must draw on emotional 
(Huy, 2002, 2011), social (Hendry, 2000), structural (Jarzabkowski and Wilson, 
2002), discursive (Vaara et al, 2004) and contextually sensitive practices to ensure 
strategy is executed. 
4.1.5 Influencing from the middle upwards 
FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ fƌaŵeǁoƌk of fouƌ oǀeƌlappiŶg 
strategic management roles of middle managers offers insights into vertical 
influencing dimensions. This draws on previous studies of upward influencing to 
shape eǆeĐutiǀes͛ ǀieǁs ;foƌ eǆaŵple, Boǁeƌ, ϭϵϳϬ; NoŶaka, ϭϵϴϴ; DuttoŶ aŶd 
Ashford, 1993; Dutton et al, 1997).  Middle ŵaŶageƌs͛ aďilitǇ to iŶflueŶĐe laǇeƌs 
below them (Schendel and Hofer, 1979; Huy, 2002) enables ongoing (re)alignment 
of strategy throughout the organisational hierarchy.  
In their role of synthesizing information, middle managers at the interface 
between the upper echelons and front line must demonstrate the ability to 
manage up (Austin, 1989). Their filtering and sensemaking by virtue of their 
particular vantage point from a middle position allow them to understand 
emergent strategies from which they can generate innovations. Before they can 
47 
 
sell issues they have filtered from a range of sources upwards, middle managers 
need to synthesize the information and assess it against the prevailing intended 
stƌategǇ. As ͚kŶoǁledge eŶgiŶeeƌs͛ ;NoŶaka aŶd Takeuchi, 1995: 193), middle 
ŵaŶageƌs aƌe ǀaluaďle foƌ ͚tƌaŶsfoƌŵiŶg kŶoǁledge dǇŶaŵiĐallǇ ďetǁeeŶ tǁo 
stƌuĐtuƌal laǇeƌs.͛ Well Ŷetǁoƌked ŵiddle ŵaŶageƌs can develop strong strategic 
influencing skills (Floyd and Wooldridge, 1997). Individuals who are more 
knowledgeable about their industry and about broader changes in the 
environment tend to be more influential and credible when they mediate 
relationships within their organisations (Astley and Sachdeva, 1984). Despite 
DƌuĐkeƌ͛s ;ϭϵϴϵ: ϮϬϳͿ suggestioŶ that futuƌe organisations will operate like 
symphony orchestras with self-directed, autonomous professionals, Eccles (1992: 
106) insists that iŶteƌŵediate laǇeƌs of so Đalled ͚ŵezzaŶiŶe ŵaŶageƌs͛ are critical 
as they ͚Đo-oƌdiŶate, liaise, ǁheedle, Ŷegotiate.͛ 
It is posited in this study that boundary spanning activities may rise over the 
iŶĐuŵďeŶt͛s teŶuƌe. Middle managers tend to become more confident in dealing 
with internal issues and increasingly direct their attention externally. There is a 
risk, however, of them becoming distracted by external networking over time as 
they get ͚stale iŶ the saddle͛ ;Milleƌ, ϭϵϵϭͿ. Middle managers who are 
predominantly either very internally or externally focused may have less influence 
than those who balance their attention better. The latter can bring benchmarking 
and competitor information to bear on the arguments they make upwards within 
the oƌgaŶisatioŶ. AlloǁiŶg slaĐk foƌ ŵiddle ŵaŶageƌs to Ŷetǁoƌk ͚iŶ the ƌouŶd͛ 
internally and externally can enrich their contributions to the oƌgaŶisatioŶ͛s 
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strategy. If they are too internally or externally focused, middle managers may be 
accused of micromanaging or of absenteeism.   
The reframing of strategic problems using multiple sources of information allows 
middle managers to champion alternatives as interpreters to influence top 
management thinking. This means the realised strategy diverges pragmatically 
from possibly unworkable abstractions stated in the original strategic plan. While 
synthesis requires reflective and cognitive behaviours, championing is reliant on 
͚peƌsisteŶt aŶd peƌsuasiǀe ĐoŵŵuŶiĐatioŶ͛ ;FloǇd aŶd Wooldƌidge, ϭϵϵϮ: ϭϱϱͿ 
which suggests rhetorical and verbal skills, the ability to change discourses. Floyd 
and Wooldridge (1994: 50) allude to the processes of filtering ideas and 
prioritising suggestions as part of the synthesizing role that precede championing.  
4.1.6 Influencing from the middle downwards 
As change agents, middle managers must ensure that strategy, whether aligned 
with or deviating from the espoused strategy, is executed. This is enabled by their 
facilitating role which involves others in the learning process. They support 
colleagues to participate in strategic change. This inevitably involves a degree of 
flexing arrangements through employee engagement and regulating emotions 
(Huy, 2002). Floyd and Wooldridge͛s (1992, 1994, 1996) model allows for radical, 
potentially subversive behaviours, skunk works, and forms of experimentation 
about which the upper echelons may be oblivious. Facilitating adaptability 
involves consulting others on the practicality of the strategies (Shi et al, 2009) to 
be implemented. 
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The network centrality of middle managers enables these individuals to gather 
multiple perspectives, to function at the edge of chaos (Lewin, 1999). They 
mediate between operations and abstract strategies to ensure strategic change is 
executed. 
4.1.7 Combining the four roles 
Floyd and Wooldridge (1996: 10ϳͿ aƌgue that ͚theƌe is a gƌeat deal of 
interdependence among the four roles, and effective middle managers move from 
oŶe to the Ŷeǆt iŶ aŶ alŵost seaŵless seƌies of aĐtiǀities.͛ IŶ FloǇd aŶd 
Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ŵodel, eǆeĐutiŶg stƌategǇ is iŶherent in the 
experimentation of the facilitating role which relies on the activities of 
synthesizing and championing. Executing strategy entails controlling, closure, 
instrumentality, rather than exploration in the divergent roles of championing and 
facilitating. As Hambrick and Cannella (1989) indicate, strategy implementation 
entails the ability to sell the substance of an argument that has been carefully 
sǇŶthesized. The ŶotioŶ of ͚deliďeƌate stƌategǇ͛ has ĐoŶŶotatioŶs of deliďeƌatioŶs, 
which the synthesizing role suggests, and also of intended strategy that neglects 
the inevitable adaptations (Mintzberg and Waters, 1985; Burgelman, 1991) of 
official policies. This role of implementing strategy was commonly assigned to the 
middle manager in the strategic management literature, especially where there 
was a commander type top leadership style (Bourgeois and Brodwin, 1984). 
Burgelman (1983a) and Schilit (1987) in particular ƌeĐogŶised ŵiddle ŵaŶageƌs͛ 
entrepreneurial contributions to strategy making.  
Some scholars suggest that middle managers resist implementing deliberate 
strategy out of self-interest (Guth and Macmillan, 1986) or to sabotage change 
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(Meyer, 2006). These middle managers may, however, be justified in doing so 
because they understand the impracticalities of the official plan (Balogun, 2003). 
In an age of performance management, middle managers are often measured on 
results rather than on how goals are achieved. Ideally, however, there should be 
sufficient slack in the system to allow flexibility for experimentation and some 
deviance from the stated strategy (Frohman and Johnson, 1993). Middle managers 
are in a position to influence and learn from peers and counterparts beyond their 
immediate position and thereby adjust to circumstances. 
4.2 Critique of Floyd and Wooldridge’s model 
4.2.1 Introduction 
FloǇd aŶd Wooldƌidge͛s (1992, 1994, 1996) model is located in strategy as process 
research. As such, it does not detail the actual everyday situated practices of 
middle managers, their strategizing behaviours or circumstances. It neglects 
empirical data on specific contingencies that link these practices for particular 
individuals over time. Nevertheless, the framework provides a broad orienting 
ŵodel foƌ ĐoŶsideƌiŶg ŵiddle ŵaŶageƌs͛ upǁaƌds aŶd doǁŶǁards influencing and 
the extent of their alignment with deliberate strategy.  
The ĐoŶtƌiďutioŶ of this thesis is to eǆteŶd FloǇd aŶd Wooldƌidge͛s (ibid) typology 
using a strategy-as-practice approach and contingency theory to analyse 
qualitative data on hybrid professionalised business unit managers in a single 
public sector industry in the UK. Floyd and Wooldridge (1992) noted a gap in the 
literature, which this thesis attempts to fill. They recommend that ͚ƌeseaƌĐh 
should continue to investigate contingencies that affect how middle managers 
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contribute to strategy. In particular, future studies should examine involvement in 
ǀaƌious eŶǀiƌoŶŵeŶtal aŶd Đoŵpetitiǀe settiŶgs͛ ;iďid: ϭϲϱ–166). 
The next sections critically examine FloǇd aŶd Wooldƌidge͛s (1992, 1994, 1996) 
framework on middle management strategic roles by exploring contingencies and 
time-based perspectives. The strengths and limitations of their model are 
highlighted. Articles that draw on the co-authoƌs͛ theoretical framework are also 
reviewed. 
Research gaps identified in the Floyd and Wooldridge (1992, 1994, 1996) typology 
of four strategic middle management roles form a useful foundation from which 
to explore questions about how UK business school deans strategize in different 
contexts. Wooldƌidge aŶd FloǇd ;ϭϵϵϬ: ϮϯϵͿ adǀoĐate ŵoƌe ƌeseaƌĐh oŶ ͚the 
organizational conditions that facilitate/inhibit strategy involvement by middle 
ŵaŶageƌs.͛ Their well-established model can be expanded theoretically using 
practice and contingency perspectives by its application to empirical evidence that 
provide contextualised and personalised evidence. The broad typology in their 
model is based on an eclectic, cross-sectional survey (Floyd and Wooldridge, 
1996). This lends itself to further elaboration in qualitative, comparative case 
studies which specify categories of middle managers, their social behaviours in 
particular competitive environments. Using the framework, there is scope to 
eǆploƌe diffeƌeŶĐes iŶ ŵiddle ŵaŶageƌs͛ degƌees of autoŶoŵǇ as ŵaŶageƌs and 
leaders and their relationships at different organisational levels and externally. In 
the current model, the two dimensions of influencing up and down and deviations 
from or compliance with existing strategy can be contested from critical 
management perspectives that question the purpose of organisations and political 
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perspectives. The existing framework allows researchers to pursue studies that 
extend the model by demonstrating greater sensitivity. This thesis considers 
emergence and temporal considerations such as how strategic actors change their 
practices and reflect on their strategizing activities during the seasons of their 
executive tenures (Hambrick and Fukutomi, 1991) as institutional and industry 
lifecycles shift.  
Floyd and Wooldridge͛s (1992, 1994, 1996) middle management role typology 
provides a broad categorisation without differentiating individuals by seniority 
vertically in terms of proximity to the upper echelons or laterally by functional 
expertise. It is decontextualised and depersonalised, lacking sensitivity to details in 
changing circumstances such as hypercompetition. The framework neglects 
internal emotional and psychological struggles within the middle management 
positioŶ. The fouƌth ƌole iŶ the fƌaŵeǁoƌk of ͚iŵpleŵeŶtiŶg deliďerate strategǇ͛ 
appears to neglect emergent or realised strategy. Furthermore, Floyd and 
Wooldƌidge͛s ;ibidͿ ǁoƌk fails to distiŶguish iŶdiǀidual ŵaŶageƌs͛ degƌees of 
autonomy over time or the dynamics of different industry sectors. This middle 
management typology is based on a cross-sectional US survey in the 1990s of an 
eclectic mix of 259 individuals in 25 private firms, many in manufacturing (Floyd 
and Wooldridge, 1996). There is no attempt at gaining detailed insights into 
ŵiddle ŵaŶageƌs͛ first-order reflections, how they actually practise strategy, what 
they and others think about their practices, or the complexity experienced by 
business unit managers in pluralised organisations. While Floyd and Wooldridge 
(ibid) highlight three negative stereotypes, they do not provide rich data on 
temporal changes in social and strategizing practices.  
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This thesis responds to these research gaps by considering meso level institutional 
contingencies and macro industry factors and their links with the everyday, 
situated micro-practices of strategic actors. The type of middle manager is made 
explicit in this study. A category of hybrid upper middle manager within 
professionalised business units is specified in the research design. As well as 
zooming out by contextualising the roles with reference to the SBU interface and 
broader changes in the sector and in society, connections are made between 
stƌategiziŶg pƌaĐtiĐes ǁithiŶ FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ fouƌ ƌoles 
ďǇ zooŵiŶg iŶ oŶ iŶdiǀidual stƌategists͛ ďehaǀiouƌs. A combination of contingency 
and practice approaches in this thesis aims to address Vaara and WhittiŶgtoŶ͛s 
(2012: 286) call for greater ͚ƌeĐogŶitioŶ of hoǁ [ŵiĐƌo]aĐtiǀities aƌe eŵďedded iŶ 
broader societal or macro-iŶstitutioŶal ĐoŶteǆts.͛ Rich data are provided in this 
study from three datasets. The second dataset includes a sample of business 
school deans over the life time of a single institution who were interviewed at 
multiple points during 2008-2011. This thesis, therefore, expands Floyd and 
Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ŵodel while being ŵiŶdful of Caƌteƌ͛s ;ϮϬϭϯ: 
1053) arguments that strategy sĐholaƌship ͚Ŷeeds to ďe uŶdeƌstood iŶ its Đultuƌal, 
organizational and political context.͛  
This research acknowledges some of the limitations in the stream of literature on 
middle management roles. Wooldridge et al (2008) Ŷote that ͚the laĐk of 
consistency in describing the roles has frustrated the development of cumulative 
ƌeseaƌĐh iŶto the oƌigiŶs aŶd ĐoŶseƋueŶĐes of ŵiddle ŵaŶageƌ stƌategiĐ ďehaǀioƌ͛ 
(ibid: 1211). The pƌoďleŵ is that ͚[a]uthors develop, describe, and label roles 
differently, thereby reduĐiŶg the tƌaŶspaƌeŶĐǇ of liŶkages aĐƌoss studies͛ ;iďid: 
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1211). Wooldridge et al (ibidͿ adǀoĐate ͚a logically consistent and parsimonious set 
of ŵiddle ŵaŶageŵeŶt stƌategiĐ ƌoles͛ and suggest that ͚futuƌe ƌeseaƌĐh ŵight 
eǆploƌe ŵiddle ŵaŶageƌs͛ stƌategiĐ iŶflueŶĐe iŶ teƌŵs of uŶdeƌlǇiŶg pƌaĐtiĐal skills͛ 
(ibid: 1213). This thesis responds to these concerns by labelling a specific set of 
hybrid upper middle manager. The strategy-as-practice perspective in this thesis is 
combined with contingency theory. This alloǁs foƌ ͚a fiŶe-grained approach to 
uŶĐoǀeƌ iŵpoƌtaŶt ĐoŶtiŶgeŶĐǇ ƌelatioŶships͛ ;iďid: 1209) between the various 
environmental factors and strategizing practices within particular roles from which 
a set of stƌategist aƌĐhetǇpes is geŶeƌated fƌoŵ FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, 
1994, 1996) middle management role typology. By combining their model with a 
strategy-as-practice perspective allows for dynamic and fine-grained insights. The 
application of contingency theory contextualises practices and allows for a greater 
understanding of micro-strategizing embedded in a wider setting. The typology of 
strategists generated in this thesis offers a useful heuristic of strategic actors 
against which patterns of behaviours can be compared for recruitment and 
development (Wissema, 1980). 
Coincidentally, the first journal article (in Europe) on a strategy-as-practice (SAP) 
view (Whittington, 1996) was published in the same year that Floyd and 
Wooldridge (1996) produced their book The Strategic Middle Manager (in the 
U“AͿ fƌoŵ ǁhiĐh the ŵodel that fƌaŵes ŵiddle ŵaŶageƌs͛ ƌoles is applied heƌe. 
SAP was not then within the general repertoire of strategic management scholars 
to apply to the phenomenon of middle managers. SAP, however, has since been 
explored by various scholars such as Rouleau (2005) who examined sales and 
fashion collection middle managers in a retail firm. Rouleau and Balogun (2011) 
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investigated considered unit and functional managers. Wooldridge et al (2008: 
ϭϮϬϯͿ pƌaise the ďeŶefits of ‘ouleau͛s ;ϮϬϬϱͿ Ƌualitatiǀe studǇ oŶ the ďasis that aŶ 
͚examination of these everyday practices provides finer-grained insight into the 
taĐtiĐs ŵiddle ŵaŶageƌs use iŶ theiƌ ƌoles.͛ Yet Wooldridge et al (2008: 1203) 
ĐoŶflate stƌategǇ pƌaĐtiĐe aŶd pƌoĐess, ƌefeƌƌiŶg to ‘ouleau͛s ;ϮϬϬϱͿ studǇ as a 
͚micro-process appƌoaĐh iŶ ŵiddle ŵaŶageŵeŶt ƌeseaƌĐh͛ ƌatheƌ thaŶ 
acknowledging the micro-practice viewpoint that she adopts.  
4.2.2 Contingent factors 
Wooldridge and FloǇd ;ϭϵϵϬͿ adǀoĐate ŵoƌe ƌeseaƌĐh oŶ ͚the oƌgaŶizatioŶal 
ĐoŶditioŶs that faĐilitate/iŶhiďit stƌategǇ iŶǀolǀeŵeŶt ďǇ ŵiddle ŵaŶageƌs͛ ;iďid: 
239). This section considers organisational contingencies such as the nature of 
working in the public sector, managing professionals, and public policy changes.  
FloǇd aŶd Wooldƌidge͛s (1992, 1994, 1996) model is premised on the need to 
recognise changes in middle management roles as a result of operating in an 
eŶǀiƌoŶŵeŶt that deŵaŶds ĐoŶtiŶuous leaƌŶiŶg. TheǇ oďseƌǀe that ͚the peŶduluŵ 
has swung from merely managing stability to continuously searching for 
iŵpƌoǀeŵeŶt aŶd iŶŶoǀatioŶ͛ ;FloǇd aŶd Wooldƌidge, ϭϵϵϲ: ϭϰϰͿ as the 
environment has become more globally competitive. The authors view technology 
as an important enabler. Floyd and Wooldridge (1992) also note that munificence 
and industry dynamism affeĐt ŵiddle ŵaŶageƌs͛ ƌoles. Other contingent factors 
iŶĐlude the oƌgaŶisatioŶ͛s stƌategiĐ tǇpe, i.e. pƌospeĐtoƌ, aŶalǇseƌ, defeŶdeƌ, and 
reactor (Miles and Snow, 1978) which influences the predominance and strengths 
of strategic roles (Floyd and Wooldridge, 1992: ibid: 52) adopted by middle 
managers. For example, Floyd and Wooldridge found that middle managers in 
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prospector organisations demonstrate higher levels of championing and 
facilitating than their counterparts in analyser and defender organisations. 
The four strategic roles in FloǇd aŶd Wooldƌidge͛s (1996) theoretical framework 
are also determined by ŵiddle ŵaŶageƌs͛ iŶtelleĐtual, iŶteƌpeƌsoŶal, 
administrative, and political skills (ibid: 138) when influencing their superiors and 
subordinates and dealiŶg ǁith eŵotioŶs. Middle ŵaŶageƌs͛ Đapaďilities iŶ ŵoǀiŶg 
between the four roles, and the difficulties of transitions, are also acknowledged. 
VaƌiatioŶs iŶ ŵiddle ŵaŶageƌs͛ ďehaǀiouƌs ĐaŶ ďe aĐĐouŶted foƌ iŶ paƌt ďǇ 
organisational slack, internal resources, openness to sharing information, 
organisational size, and financial performance. Personal resilience affects middle 
ŵaŶageƌs͛ ĐoŶtƌiďutioŶs as ͚ƌeseƌǀoiƌs of ĐapaďilitǇ͛ ;iďid: ϭϱͿ. The individual 
ŵiddle ŵaŶageƌ͛s teŶuƌe aŶd leǀel iŶ the hieƌaƌĐhǇ also iŶflueŶĐe otheƌs͛ 
perceptions about their power and ability to enact their roles. Clearly, 
decentralisation, the degree of self-determination top managers allow middle 
managers (Floyd and Wooldridge, 1994), and commitment from the upper 
echelons are further contingencies to consider when applying the middle 
management typology to a context of strategists based in the midst of multiple 
professional social constructions 
It would appear that middle managers function in a world of dualities or 
multipolarities. FloǇd aŶd Wooldƌidge ;ϭϵϵϲ: ϭϳͿ state that ŵiddle ŵaŶageƌs ͚aƌe 
ĐƌuĐial ͞linchpiŶs͟ between the firm and its environment and between strategic 
aŶd opeƌatioŶal deĐisioŶ ŵakiŶg.͛ TheǇ spaŶ ďouŶdaƌies ďetǁeeŶ top aŶd loǁeƌ 
level employees, strategy and operations, internal and external stakeholders, the 
present and future, dealing with core rigidity (Leonard-Barton, 1992) and dynamic 
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capabilities (Teece et al, 1997), exploiting efficiencies and exploring new 
opportunities. March (1991: 71) explains: ͚EǆploƌatioŶ iŶĐludes thiŶgs Đaptuƌed ďǇ 
terms such as search, variation, risk taking, experimentation, play, flexibility, 
discovery, innovation. Exploitation includes such things as refinement, choice, 
production, efficiency, selection, implementation, exeĐutioŶ.͛ Floyd and 
Wooldƌidge ;ϭϵϵϲ: ϭϭͿ Ŷote hoǁ ŵiddle ŵaŶageƌs͛ stƌategiĐ aĐtiǀities iŶĐlude 
ŶegotiatiŶg, ĐoŶfliĐt ƌesolutioŶ, ƌeĐoŶĐiliŶg a ͚diǀeƌsitǇ of peƌsoŶalities aŶd 
pƌofessioŶal oƌieŶtatioŶs͛ ǁhiĐh ŵeaŶs ŵiddle ŵaŶageƌs haǀe ͚to gaiŶ 
cooperatioŶ aŵoŶg a gƌoup of iŶdiǀiduals ǁho ƌaƌelǇ see eǇe to eǇe.͛ Moƌeoǀeƌ, 
they observe metaphorically that ŵiddle ŵaŶageƌs ͚ĐaptaiŶ a ďoat floatiŶg 
precariously in the confluence, buffeted by the current of both deliberate and 
eŵeƌgeŶt foƌĐes͛ ;iďid: ϱϭ–52). Middle ŵaŶageƌs͛ strategic influencing, therefore, 
is constrained. Floyd and Wooldridge are helpful in providing examples of how 
middle managers might struggle in their roles, with stereotypes such as the 
͚ŵalĐoŶteŶt, eŵpiƌe ďuildeƌ, ƌeaĐtiǀe ŵaŶageƌ͛ ;iďid: 66). 
Floyd and Wooldridge recognise that strategic thinking and behaviours must adapt 
to market conditions and align with changes such as deregulation. Internal 
contingencies like ͚sǇsteŵs, stƌuĐtuƌes, Ŷoƌŵs, aŶd ǀalues͛ ;ibid: 85) also impact 
on middle maŶageƌs͛ ƌoles. The authoƌs point out the negative effects of 
institutional restructuring, such as fear and lack of trust. They also acknowledge 
ǀaƌiatioŶs iŶ iŶdiǀidual ŵiddle ŵaŶageƌs ǁho ͚diffeƌ ĐoŶsideƌaďlǇ iŶ theiƌ aďilitǇ to 
frame an issue, to build a ĐoalitioŶ, aŶd to ŵake a ĐoheƌeŶt aƌguŵeŶt͛ ;iďid: ϳϵͿ, 
as well as differences in their levels of courage (ibid: 92). The cognitive capabilities 
of middle managers are important contingent factors when formulating and 
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implementing strategy. Within Floyd aŶd Wooldƌidge͛s (1992, 1994, 1996) 
typology, the four roles are contingent on each other. Floyd and Woodridge (1994) 
found that middle managers with higher levels of boundary spanning showed 
behaviours in the championing role because they gained ideas from interacting 
with their external networks to develop core capabilities. Circumstances where 
there are lower levels of slack, autonomy, loyalty, and trust in the psychological 
contract with their superiors and subordinates, and an environment where top 
manageƌs do Ŷot ǀalue ŵiddle ŵaŶageƌs͛ stƌategiĐ ĐoŶtƌiďutioŶs ƌesult iŶ 
weakening of middle managers͛ aďilitǇ to enact their roles. 
Contingency theory is an important framework in organisation studies. Lawrence 
and Lorsch (1986) argue that contingency theory is based on the fit between the 
organisation and its environment. Internally this requires a balance of 
diffeƌeŶtiatioŶ aŶd iŶtegƌatioŶ ǁhiĐh aƌe defiŶed iŶ tuƌŶ as ͚the diffeƌeŶĐe iŶ 
cognitive and emotional orientation among managers in different functional 
depaƌtŵeŶts͛ aŶd ͚the ƋualitǇ of the state of ĐollaďoƌatioŶ that eǆists aŵoŶg 
departments that are required to achieve unity of effort by the demands of the 
eŶǀiƌoŶŵeŶt͛ ;iďid: ϭϭͿ. FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ŵodel ƌefleĐts 
these concerns for divergence from and convergence on existing strategy. The 
middle management role of facilitating adaptability suggests deviance from 
existing norms and making changes to fit the environment, a differentiation 
strategy (Porter, 1980) of uniqueness for competitive advantage. Practices within 
the implementing deliberate strategy role reflect integration, the kind of 
compliance behaviours that might be expected by central administration of its 
strategic business units to fit in with the corporate strategy. A common complaint 
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ďǇ ďusiŶess sĐhool deaŶs is that aŶ iŶtegƌatiǀe ͚oŶe-size-fits-all appƌoaĐh͛ is 
applied to the business school by the centre as if it were a traditional academic 
unit. Yet to compete in the global marketplace as professional schools bridging 
academic and practitioner cultures, business schools must adopt differentiation 
strategies. Business schools are expected to be good citizens internally by 
financially supporting other parts of the university while at the same time 
competing aggressively on the basis of differentiation externally. 
Lawrence and Lorsch (1986: xi) acknowledge criticisms of contingency theory for 
ďeiŶg ͚statiĐ aŶd deteƌŵiŶistiĐ͛ aŶd foƌ ŶegleĐtiŶg ĐhaŶge pƌoĐesses oƌ stƌategiĐ 
ĐhoiĐe. TheǇ adŵit that ͚The ďƌoad Đontingency approach...needs refinement and 
pƌeĐisioŶ͛ ;iďid: ǆiiͿ. “illiŶĐe ;ϮϬϬϱ: ϲϭϴͿ states that ͚an important drawback in 
ĐoŶtiŶgeŶĐǇ theoƌǇ: [is] its laĐk of ŵiĐƌopƌoĐesses.͛ CoŶtiŶgeŶĐǇ theoƌǇ has ďeeŶ 
criticised for an absence of dynamism or linkages between micro and macro levels. 
It is based on the premise that the environment determines structure and 
strategy. Burrell and Morgan (2000) argue that while contingency theory is based 
on open systems, it is often linked to structures rather than processes. This means 
that ͚[s]oĐial sǇsteŵs theoƌists ǁho ǁish to opeƌatioŶalise ĐoŶtiŶgeŶĐǇ theoƌǇ thus 
face very real problems, in that a new methodology is needed which is consistent 
ǁith the oŶtologǇ aŶd episteŵologǇ of a tƌue opeŶ sǇsteŵs appƌoaĐh͟ ;iďid: ϭ80). 
Structural contingency theory assumes that an organisation adapts its structure to 
its contingencies internally and externally. Where there is environmental 
uncertainty, however, differentiation, decentralisation and finding a niche in the 
market may be adopted instead of an integration strategy. Business school deans 
are expected by the central university to comply with standards, to develop a 
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strategy congruent with the corporate strategy. At the same time, the market 
demands conformance to quality standards but also seeks differentiation based on 
reputation. Academic faculty and students want to differentiate themselves in the 
market. Deans need to be plausible amongst multiple audiences, they ned to allow 
for multiple voices in a pluralistic organisation and so strategies may appear 
equivocal, ambiguous, and open to different interpretations. Currie and Procter 
(2005) found that inconsistent expectations, role conflict and role ambiguity make 
middle managers reluctant to behave strategically. Top and middle management 
expectations which are consistent and reciprocal are, therefore, helpful, however, 
in turbulent times this can be problematic. As middle managers, business school 
deans are valuable for their strategic contributions as vertical mediators 
(Burgelman, 1994) and for their horizontal interactions (Nonaka, 1994). As 
boundary spanners (Balogun and Johnson, 2004), middle managers are well placed 
to detect environmental changes. Yet increasing uncertainty and changing 
education and business models add to the ĐoŵpleǆitǇ of the deaŶ͛s ƌole aŶd 
tensions in centre-periphery relations where innovation is required but 
centralisation may constrain it.  
Given the limitations of contingency theory, by considering temporal changes and 
interactions between micro, meso, and macro contingencies, this thesis allows for 
a consideration of dynamism and mid-leǀel leadeƌs͛ degƌees of fƌeedoŵ aŶd self-
determination. This study also focuses on everyday situated social practices via a 
strategy-as-practice lens which offers nuanced and specific insights into 
behaviours which integrate with official strategy and activities that diverge.  
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DoŶaldsoŶ ;ϮϬϬϭa: ϮͿ eŵphasises the ͚thƌee ĐoŶtiŶgeŶĐies of eŶǀiƌoŶŵeŶt, 
oƌgaŶizatioŶal size, aŶd stƌategǇ.͛ DeaŶs aĐt as soĐial engineers and integrators, 
dealing with interpersonal conflict and reconciling the tensions between 
differentiation and integration internally and externally, between exploitation of 
efficiencies and exploration of effectiveness in the marketplace. Such integrative 
behaviours may point to the notion of a universally successful prototype of a dean 
with transferable capabilities between different types of strategic business unit. 
This belies, however, the importance of fit. Ghoshal and Nohria (1993: 34) argue 
͚ĐoŵpaŶies ƌeƋuiƌe diffeƌeŶt oƌgaŶizatioŶal hoƌses to ŵaŶage supeƌioƌ 
peƌfoƌŵaŶĐe iŶ diffeƌeŶt eŶǀiƌoŶŵeŶtal Đouƌses.͛ CoŶsisteŶt ǁith GoǀiŶdaƌajaŶ͛s 
(1989) case for matching divisional managers to business unit strategies, this 
thesis supports the need to ĐoŶsideƌ the ͚fit͛ aŶd ͚ŵisfit͛ ďetǁeeŶ the tǇpe of 
ŵiddle ŵaŶageƌ aŶd the ďusiŶess uŶit ĐoŶteǆt oǀeƌ tiŵe. ͚Fit͛ foƌ ŵiddle ŵaŶageƌs 
is also facilitated by positive socialisation which reduces role conflict and 
ambiguity (Currie and Procter, 2005). University-based business schools are 
professionalised business units and as ͚kŶoǁledge-intensive organizations [they] 
depeŶd upoŶ the geŶeƌatioŶ, utilizatioŶ aŶd uŶiƋueŶess of theiƌ kŶoǁledge ďase͛ 
(Donaldson, 2001b: 956). Middle managers in such units must be sensitive to, and 
go with the grain of, the professionalised contexts within which they are 
formulating and implementing strategy. In his study of Harvard Business School, 
Anteby (2013) reveals the strong socialisation of faculty and students which 
promotes better business standards and moral complexity. The School provides 
detailed guidance on how to teach yet leaves what is taught to the faĐultǇ͛s 
disĐƌetioŶ aŶd so is sileŶt aďout paƌtiĐulaƌ aspeĐts of faĐultǇ ŵeŵďeƌs͛ ǁoƌk.  
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4.2.3 Temporal perspectives 
The issue of time is an important contingent factor identified in this thesis. It is 
ŵeŶtioŶed iŶ soŵe of FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ĐoŵŵeŶtaƌǇ oŶ 
their model. Floyd and Wooldridge (1996) assume that stƌategǇ is a ͚patteƌŶ iŶ a 
stream of deĐisioŶs oƌ aĐtioŶs͛ ;MiŶtzďeƌg aŶd MĐHugh, ϭϵϴϱ: ϭϲϭͿ aŶd they 
recognise unfolding ͚emergent stƌategies  patteƌŶs oƌ ĐoŶsisteŶĐies [are] realized 
despite, oƌ iŶ the aďseŶĐe of, iŶteŶtioŶs͛ ;Mintzberg and Waters, 1985: 257). Floyd 
and Wooldridge (1992) make several references to time affecting the four middle 
management roles. They refer to economic shifts, the pace at which corporate 
strategies change, sequencing, synchronising, slack, emergence, and how 
iŶdiǀidual ŵiddle ŵaŶageƌs͛ Đapaďilities shift over time. Floyd and Wooldridge 
(1996) are particularly conscious of the historical trend from the late 1970s 
towards downsizing and the elimination of middle managers as organisations 
delayered.  
FloǇd aŶd Wooldƌidge ;iďid: ϵϲͿ aĐkŶoǁledge that ͚stƌategǇ ŵaking accelerates to 
keep paĐe ǁith ĐhaŶgiŶg ĐoŶditioŶs͛ as ŵiddle ŵaŶageƌs gƌapple ǁith ŵeƌgeƌs, 
downsizing, and restructuring. The authors contextualise their model in an 
environment of knowledge work, economic decline, demanding customers, global 
competition, and technical changes that require a learning mindset, cross border 
innovation and integration, and the need for ͚ƌelatioŶship oƌieŶted͛ ŵiddle 
ŵaŶageƌs ;iďid: ϴͿ. TheǇ state that ͚ŵaŶagiŶg is a pƌoĐess, Ŷot a positioŶ͛ ;iďid: 
143). As mentioned earlier, Floyd and Wooldridge (1996: 54) are also mindful of 
the sequencing of the four roles in their model; foƌ eǆaŵple ͚ĐhaŵpioŶiŶg 
generally occurs as a consequence of synthesizing, facilitating, and implementing 
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deliďeƌate stƌategǇ͛ (ibid: 204). Within the facilitating role, they stress the 
iŵpoƌtaŶĐe of ͚ďuǇiŶg tiŵe foƌ eǆpeƌiŵeŶtal pƌogƌaŵs͛ ;iďid: ϵϯͿ. WheŶ ŵiddle 
managers are implementing strategy, Floyd and Wooldridge advise them that 
͚paƌtiĐipatiǀe appƌoaĐhes to aĐtioŶ plaŶŶiŶg aŶd sǇsteŵ ƌedesigŶ ǁoƌk best when 
those paƌtiĐipatiŶg feel ͞sigŶifiĐaŶt͟ tiŵe pƌessuƌe͛ ;iďid: ϭϬϲͿ. As aŶotheƌ eǆaŵple 
of temporal contingencies, Floyd and Wooldridge (1997: 470) observe that the 
four ƌoles aƌe Ŷot puƌsued ͚ǁith eƋual iŶteŶsitǇ at all tiŵes.͛ 
At the individual leǀel, FloǇd aŶd Wooldƌidge ;ϭϵϵϮ: ϭϱϲͿ state that ͚siŶĐe stƌategiĐ 
responsibilities in Analyzer organizations vary considerably from manager to 
manager and for the same manager over time, there is likely to be more variance 
in reported levels of upward aŶd diǀeƌgeŶt iŶǀolǀeŵeŶt.͛ The diffiĐulties of dealiŶg 
ǁith the pƌeseŶt aŶd the futuƌe siŵultaŶeouslǇ aƌe also ŵeŶtioŶed: ͚ŵiddle 
ŵaŶageƌs aƌe eǆpeĐted to ĐaƌƌǇ out top ŵaŶageŵeŶt͛s iŶteŶt, ƌeaĐt to dailǇ Đƌises, 
and plan for the future of the busiŶess͛ ;Floyd and Wooldridge, 1996: 137). Floyd 
and Wooldridge (1994: 50) also reflect on how behaviours might be synchronised 
at an opportune moment: ͚[a]Ŷ oppoƌtuŶitǇ ĐaŶ ďe ĐhaŵpioŶed suĐĐessfullǇ oŶlǇ 
ǁheŶ all agƌee the ͞tiŵiŶg is ƌight.͛͟ The co-authors do not, however, collect 
detailed qualitative evidence from a specific cadre of senior level middle managers 
as this thesis attempts to do using interviews at several points in time.  
4.2.4 Strengths and limitations of the model 
This section evaluates the typology of four middle management strategy roles 
described above by combining insights into the thinking and doing of strategy. It 
recognises that ͚aĐtioŶ aŶd ĐogŶitioŶ aƌe iŶteƌtǁiŶed͛ ;BuƌgelŵaŶ, ϭϵϴϴ: ϳϴͿ. This 
thesis adopts FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϰ: ϱϱͿ optimistic point of view that 
64 
 
following delayering, ͚suƌǀiǀiŶg ŵaŶageƌs eŶjoǇ a ƌeŶeǁed seŶse of poǁeƌ aŶd 
ĐoŶtƌiďutioŶ.͛ The middle management role framework alludes to the need for 
middle managers to demonstrate political astuteness and to deal with the physical 
and emotional stress caused by strategic change (Floyd and Wooldridge, 1996: 
ϰϮͿ. It highlights the iŵpoƌtaŶĐe of ŵiddle ŵaŶageƌs͛ self-awareness, their need 
for ongoing self-improvement, and for them to be mentored.  
Whereas Rouleau (2005) studied only two middle managers, Floyd and 
Wooldƌidge͛s ŵodel has the adǀaŶtage of ďeiŶg deǀeloped fƌoŵ a laƌge sĐale 
statistical survey of 259 middle managers (Floyd and Wooldridge, 1992) in a 
diverse range of 25 firms in the USA (Floyd and Wooldridge, 1994). A significant 
proportion of respondents were based in manufacturing, several in insurance, 
banking, and food services, and there were five middle managers in consulting, an 
occupation most relevant for this thesis. Importantly, in their study, Floyd and 
Wooldridge (1996: 127) found that middle managers spent their time, in order of 
frequency, on implementing, synthesizing, championing, and facilitating. This 
finding differs from those in this thesis in terms of the order of the first and last 
roles which are reversed in this study. Floyd and Wooldridge (1992: 156) noted 
that analyser type organisations ͚aƌe Đhaƌged ǁith ŵoƌe Đoŵpleǆ stƌategiĐ 
responsibilities designed to maŶage shiftiŶg pƌioƌities͛ than defenders or 
prospectors, as they simultaneously manage established products and new 
opportunities. In the case of knowledge-intensive organisations, such a dominance 
of the synthesizing analytical role might also be expected. 
In terms of its limitations, however, the questionnaire data from which this 
typology of four strategic middle management roles was derived ignored public 
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sector organisations or firms outside the USA. Although Floyd and Wooldridge 
;ϭϵϵϮ: ϭϱϰͿ defiŶe ŵiddle ŵaŶageŵeŶt as ͚the ĐooƌdiŶatioŶ of aŶ oƌgaŶizatioŶal 
uŶit͛s daǇ-to-daǇ aĐtiǀities ǁith the aĐtiǀities of ǀeƌtiĐallǇ ƌelated gƌoups͛, theǇ do 
not consider one sector in depth from the perspective of everyday practices. The 
oǀeƌlappiŶg ƌoles iŶ FloǇd aŶd Wooldƌidge͛s ŵodel foĐus oŶ aĐtiǀities aŶd 
reflections to support learning. There are no details, however, on emotional (Huy, 
2011) or physical behaviours (Ropo and Parviainen, 1999) that would give 
practitioners useful insights into how to enact the role of middle manager. The 
model was developed over 20 years ago, before the rise of the internet and social 
media which have transformed organisational strategies and communications and 
flattened multilevel interactions. An additional potential weakness is that the 
theoretical framework does not distinguish between different types of middle 
manager with respect to seniority or level. Neither does it consider the fine-
grained lived experiences of middle managers over their tenures, between 
successors, or the dynamics of specific industry sectors. 
4.2.5 Studies that have used Floyd and Wooldridge’s model 
A range of interesting and relevant studies has dƌaǁŶ oŶ FloǇd aŶd Wooldƌidge͛s 
typology of four middle management strategic roles. Table 1 summarises the 
enabling conditions identified in the literature for middle managers to make 
valuable strategic conditions within organisations. Research findings indicate that 
higher levels of seniority, boundary spanning, autonomy, network centrality, 
socialisation, training and development, upper manager and HR support and 
consistent expectations, job security and reduced professional opposition appear 
to enhance middle ŵaŶageƌs͛ stƌategiĐ iŶflueŶĐe.  
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Table 1: Enabling ĐoŶditioŶs foƌ ŵiddle ŵaŶageƌs͛ stƌategiĐ ĐoŶtƌiďutioŶs 
Articles Contributions to Middle Management Strategic Role Literature 
Floyd and 
Wooldridge 
(1992) 
Prospector strategic types of organisations include middle managers with higher levels of 
championing behaviour. Middle managers in defender types of organisations demonstrate 
higher levels of synthesizing and implementing role behaviours.  
Floyd and 
Wooldridge 
(1997) 
Boundary spanning managers are more influential and more likely to participate in 
strategic activities. 
Currie (1999a) Top managers should appreciate the value of middle managers and ensure robust centre-
periphery relationships. 
Ibid Top managers can reduce intra-organisational professional power to ensure middle 
managers direct change rather than merely act as change caretakers or supporters of 
strategic change. 
Currie and 
Procter (2001) 
Alloǁ ŵiddle ŵaŶageƌs͛ disĐƌetioŶ despite pƌesĐƌiptiǀe H‘ poliĐies so that ŵiddle 
managers can contribute strategically. 
Ibid Support middle managers with organisational and management development to enable 
their strategic input. 
Boyett and 
Currie (2004) 
Adapt organisational structures and human resource management to allow middle 
ŵaŶageƌs͛ autoŶoŵǇ to spaŶ ďouŶdaƌies aŶd ŵodifǇ the oƌigiŶal stƌategǇ. 
Currie and 
Procter (2005) 
Joď seĐuƌitǇ eŶhaŶĐes ŵiddle ŵaŶageƌs͛ ĐoŶtƌiďutioŶs ǁith respect to risk taking and 
facilitating adaptability. 
Ibid The absence of the constraining power of professionals, e.g. medical doctors, allows middle 
ŵaŶageƌs͛ gƌeateƌ stƌategiĐ iŶflueŶĐiŶg.  
Ibid Appropriate socialisation and support for middle managers reduce ambiguity and role 
conflict and encourage ŵiddle ŵaŶageƌs͛ entrepreneurial and autonomous behaviours.  
Ibid If top ŵaŶageƌs͛ eǆpeĐtatioŶs aƌe less iŶĐoŶsisteŶt, ƌole ĐoŶfliĐt aŶd aŵďiguitǇ ǁill ďe 
reduced and middle managers will be more willing to enact strategic roles. 
Mantere (2005, 
2008) 
Top ŵaŶageƌs͛ ƌole eǆpeĐtatioŶs ĐaŶ eŶaďle aŶd ĐoŶstƌaiŶ ŵiddle ŵaŶageƌs͛ ďehaǀiouƌ. 
Consistent, reciprocal expectations between top and middle managers reduce role conflict 
and enhance strategic behaviours. Eight enabling actions by top managers include: 
narration, contextualisation, resource allocation, respect, trust, responsiveness, inclusion, 
refereeing. 
Currie (2006) Middle managers located further up the hierarchy synthesize and champion more than 
lower level managers. 
 
These studies highlight contingencies that enable middle managers to contribute 
more effectively to strategic change. In practice, communications and 
implementation gaps and other ĐoŶstƌaiŶiŶg faĐtoƌs liŵit ŵiddle ŵaŶageƌs͛ 
potential to be strategic. The next section considers a specific category of middle 
managers who occupy professional roles and who are responsible for knowledge 
workers in the public sector.  
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5. Professional context 
The research setting in this thesis is characterised by the contingencies 
surrounding middle managers in a knowledge-intensive, public sector unit where 
they have to negotiate strategic change with different types of professionals. The 
pheŶoŵeŶoŶ of ͚hǇďƌid pƌofessioŶal͛ (e.g. Kitchener, 2000) is particularly 
pertinent to this study of business school deans as most are scholars, academic 
leaders, and strategic management practitioners. They formulate and execute 
strategy as managers in more than one professional field simultaneously – 
scholarship and academic leadership.  
 
In the university context, Gouldner (1957, 1958) distinguished between 
͚ĐosŵopolitaŶs͛ aŶd ͚loĐals.͛ The allegiance of cosmopolitans is to their disciplines 
and careers. In contrast, locals are faculty members who demonstrate greater 
loyalty to the organisation and an interest in parochial concerns. The competitive 
nature of business and management education means that leading business 
schools today employ a predominance of cosmopolitans who in some instances 
visit the institution infrequently possibly because they commute large distances 
and their overriding focus is on their personal scholarship. Some management 
scholars may be highly mobile in the international academic labour market. 
Academic salaries are strongly linked to reputational capital and the quality of 
individual research outputs (Moore et al, 2001). Meanwhile, professional support 
staff, i.e. administrators, might tend to function more like locals. 
 
The bureaucratisation of academic faculty with the imposition of quality assurance 
mechanisms and a target culture could be interpreted as de-professionalisation. In 
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higher education with commercial pressures there are also issues about faculty 
incivility. Twale and De Luca (2008: xi) emphasize the ͚peƌsoŶal, soĐial, Đultural, 
oƌgaŶizatioŶal aŶd stƌuĐtuƌal͛ ƌeasoŶs foƌ aĐadeŵiĐ ŵeŵďeƌs͛ uŶpƌofessioŶal 
behaviour. Bok (2003) suggests that academic faculty and students are colluding 
so professors can focus on their research by allowing grade inflation, while parents 
do not question the quality of education once their children have been accepted 
by reputable universities. The rise in the number of administrators (Ginsberg, 
2011) eŶĐƌoaĐhiŶg oŶ ͚pƌofessioŶal fields͛ ;KitĐheŶeƌ, ϮϬϬϮͿ ŵeaŶs that uŶiǀeƌsitǇ 
professors may not see themselves as having a professional identity in the sense 
that professional support staff, administrators, and executives adopt an 
occupational self-identity; instead many academics attach themselves more to 
scholarly rather than professional associations and become decoupled from the 
institutions that employ them. Bok (2013) also observes a curious paradox which is 
perhaps less apparent amongst some business school deans: ͚A curious fact about 
leading business schools is that most of the professors lack either management 
tƌaiŶiŶg oƌ aŶǇ pƌaĐtiĐal ďusiŶess eǆpeƌieŶĐe.͛ 
  
As this thesis explores strategizing behaviours in a professionalised business unit, 
i.e. a professionalised university school, it is useful to reflect on definitions of 
professions and professionals and ask how academic faculty see themselves. 
Schriesheim (1977) argued that a profession has at least four properties besides 
expertise: an ethical code, cohesion, collegial enforcement of standards, and 
autonomy. Hall (1968) highlighted attitudes of the professional association as an 
important reference point, a commitment to public service, self-regulation 
through peer review, a vocation and autonomy without yielding to external 
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pƌessuƌes. Keƌƌ et al͛s ;ϭϵϳϳ: ϯϮϮͿ liteƌatuƌe ƌeǀieǁ oŶ pƌofessioŶals eŵphasized 
expertise in an abstract body of knowledge gained over many years, autonomy, 
commitment to a specialism, identification with fellow professions/the profession, 
ethics beyond self-interest, professional conduct and respect for professional 
standards. FƌeidsoŶ͛s ;ϮϬϬϭͿ ŶotioŶ of the ͚thiƌd logiĐ͛ suggests that professions 
control themselves within their own communities of practice and that professional 
associations mitigate the effects of market or organisational logics. Despite the 
constraints of government regulations and market forces impinging on 
professorial behaviours, in higher education it is assumed that peer review in 
activities such as publishing, external examining, and faculty recruitment allow for 
this third logic. In their model of context influencing distributive leadership (DL), 
Currie and Lockett ;ϮϬϭϭ: ϮϵϲͿ pƌoduĐe a ŵodel ǁheƌeďǇ ͚professional power is 
represented as a centrifugal force that, on the one hand, promotes DL through 
collegiality, but on the other, fragments or concentrates DL owing to its 
hieƌaƌĐhiĐal aƌƌaŶgeŵeŶts.͛ In a recession when centripetal forces drive 
centralisation, professionals may find their autonomy greatly constrained. 
Moreover, “eŶŶett ;“teƌŶ, ϮϬϬϲͿ oďseƌǀes: ͚A ŵost iŵpoƌtaŶt ŵotiǀatoƌ foƌ 
professionals is being able to do a good job for its own sake, rather than just to 
meet a target. If you take that ability away from professionals they get very 
uŶhappǇ.͛ Inevitably, there are concerns within professions over how they are 
controlled (Freidson, 1984) and whether they are being proletarianised (Navarro, 
1988). Chapter four of this thesis reflects on debates related to management as a 
profession. In the university context, professional administrators who, for 
example, are members of the Association of University Administrators (AUA) may 
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ironically see themselves more as professionals than the management scholars 
they work with who teach executives and research management and generate 
theories the administrators may adopt.    
A more nuanced focus on a specific category of organisational middle manager at 
the business unit level in this thesis helps to understand the role of the upper 
middle manager (UMM) in the setting of a professional school in a university. 
Wooldridge et al (ibid: 1192) recognise general divisional or strategic business unit 
heads as mid-level professionals. Yet in the strategic business unit (SBU) literature, 
the seŶioƌ ŵiddle ŵaŶageƌ͛s ƌole has ofteŶ ďeeŶ deĐoŶteǆtualised aŶd 
depersonalised. For example, Govindarajan (1989) argued for matching an SBU 
ŵaŶageƌ͛s ĐoŵpeteŶĐes to the contingencies of a uŶit͛s Đoŵpetitiǀe stƌategǇ. He 
acknowledged, however, that he did not explore what these managers actually do. 
He ĐoŶĐluded that: ͚In addition to focusing on managerial characteristics there is a 
Đleaƌ Ŷeed to studǇ ŵaŶageƌial ďehaǀioƌs͛ ;iďid: ϮϲϲͿ.  
 
This thesis ƌespoŶds iŶ paƌt to Buƌgess aŶd Cuƌƌie͛s ;ϮϬϭϯͿ Đall foƌ ŵoƌe studies 
that ͚eǆaŵiŶe hǇďƌid MLMs [ŵiddle leǀel ŵaŶageƌs] aŶd theiƌ stƌategiĐ kŶoǁledge 
ďƌokeƌiŶg ƌole iŶ puďliĐ seĐtoƌ settiŶgs, otheƌ thaŶ healthĐaƌe͛ by focusing on 
higher education. Ferlie et al (1996: 194) define the hybrid middle manager as a 
͚ďƌidge, ǁho ďoth ƌepƌeseŶts the pƌofessioŶal ageŶda aŶd eŵďodies...a 
managerial one.͛ This type of individual is arguably better placed than non-hybrid 
middle managers to co-ordinate the different professional disciplines that ensure 
strategy implementation. While Whitchurch (2008) has recognised the creation of 
a ĐategoƌǇ of ͚thiƌd spaĐe͛ ďleŶded pƌofessioŶals in universities who cross 
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boundaries between academic and professional domains, there have been no 
studies to date on the micro-strategies of scholar-leaders at the business unit 
level. Combining a strategy-as-practice perspective and contingency view, this 
research project illustrates how hybrid middle managers/leaders enact their 
strategic roles in brokering changes over time in professional public sector 
contexts.  
What is interesting about this classification of middle manager is that hybrid 
professionals must navigate in several different worlds simultaneously, mediating 
and reconciling differences to realise official and emergent strategies. In the 
process, such hybrids may be ideally located to subvert systems to privilege their 
primary professional identities – in the case of deans as scholars or educators. 
Empirical studies on public sector hybrid middle managers and their strategic roles 
have examined healthcare professionals in particular such as hospital clinical 
directors (Kitchener, 2000) and directors of nursing (Carney, 2004). In education, 
academic middle managers in further education (Gleeson and Shain, 1999; Leader, 
2004) and in universities (Hancock and Hellawell, 2003; Clegg and McAuley, 2005) 
have also been investigated in broad terms. The position of the hybrid middle 
manager over time may result in the postholder becoming deskilled in his or her 
original profession as they become more bureaucratised. 
 
Fitzgeƌald aŶd Feƌlie ;ϮϬϬϬ: ϳϮϴͿ ĐleaƌlǇ state that ͚͞[h]ybrids͟ are persons from a 
particular profession who are now managing professional colleagues and other 
staff.͛ TheǇ aƌgue that this giǀes suĐh ďleŶded pƌofessioŶals aŶ adǀaŶtage oǀeƌ 
other individuals who are non-hybrid managers lacking the expertise of the 
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professionals they are managing. An important proviso, however, is that hybrid 
professionals should retain the expert knowledge that makes them credible with 
their peers. ͚These adǀaŶtages aƌe lost if the pƌofessioŶal giǀes up theiƌ 
professional practice, because they quickly become out of date, are distanced 
from colleagues and worse, are seen, politically, to have gone over to 
ŵaŶageŵeŶt͛ ;iďidͿ. The ability to mobilise strategic activities when dealing with 
several professional camps and not to go native as a pure administrator or lose the 
respect of fellow scholars is challenging for business school deans. 
Business schools represent an interesting form of hybrid organisation. In an earlier 
paper, Scott (1965: 65) used the teƌŵ ͚heteƌoŶoŵous͛ oƌgaŶisatioŶ ǁheƌe ͚the 
administration retains control over most professional activities.͛ Battilana and 
Dorado (2010: 1419) define hybrids as ͚oƌgaŶizatioŶs that ĐoŵďiŶe iŶstitutioŶal 
logiĐs iŶ uŶpƌeĐedeŶted ǁaǇs.͛ Pache and Santos (2013: 996) see hybrids 
͚ŶaƌƌoǁlǇ defiŶed as oƌgaŶizatioŶs oƌieŶted toǁaƌd ďoth the ŵaƌket aŶd the 
common Good͛ aŶd as sites of contradictions. Boyd et al (2009: 6) also describe 
hybrid organisations as values or mission driven, focused on the common good 
and the market. Powell (1990), however, suggests that such organisations are 
͚Ŷeitheƌ ŵaƌket Ŷoƌ hieƌaƌĐhǇ͛ ďut Ŷetǁoƌk foƌŵs. Schumpeter (2009: 78) 
comments on the advantages and disadvantages of managing hybrids: ͚Theiƌ 
supporters have long argued that they enjoy the best of both worlds: the security 
of the public sector and the derring-do of the private sector. The biggest problem 
with hybrid companies is that they are inherently confused organisations, buffeted 
by all sorts of ĐoŶtƌadiĐtoƌǇ pƌessuƌes.͛  
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In hybrid organisations, managers cope with ͚ŵultiple foƌŵs of ƌatioŶalitǇ͛ 
(Lounsbury, 2007: 289). Battilana and Dorado (2010: 1420) suggest that ͚[d]ealing 
with multiple institutional logics is challenging for organizations because it is likely 
to trigger internal tensions that may generate conflicts among organization 
members.͛ Heimer (1999: 18) notes the real dangers of operating in such an 
environment where: ͚a poliĐǇ oƌ pƌaĐtiĐe that seŶds a faǀoƌaďle ŵessage to oŶe 
audieŶĐe ŵaǇ siŵultaŶeouslǇ seŶd aŶ offeŶsiǀe ŵessage to aŶotheƌ.͛ In their 
study of medical schools, Dunn and Jones (2010: 114) noted the difficulties in 
dealing with ͚plural logics.͛ Similarly, in his work on public schools, Rowan (1982: 
259-260) concluded that managers are constantly striving to balance competing 
views: ͚BalaŶĐe is defiŶed as the estaďlishŵeŶt of ideological consensus and 
harmonious working relations among legislatures, publics, regulatory agencies, 
aŶd pƌofessioŶal assoĐiatioŶs.͛ Heimer (1999: ϲϮͿ suggests that ͚[p]ƌofessioŶals 
should...be as concerned with the fortunes of their professions as with the futures 
of the organizations in which they work.͛ However, the dilution of the 
psychological contract and decoupling of internationally mobile specialists from 
leading research universities makes this difficult in practice for hybrid academic-
leaders such as business school deans. 
 
Managing experts (Quinn et al, 1996) and professionals (Maister 1993; Robertson 
and Swan 2003) is challenging as professionals usually do not wish to be managed. 
DƌuĐkeƌ ;ϭϵϱϮ: ϴϱͿ asseƌts that ͚the professional man's logic is such that he [sic] 
has diffiĐultǇ uŶdeƌstaŶdiŶg the ďusiŶessŵaŶ's [siĐ] ƌeasoŶiŶg.͛ Leadership is often 
ambiguous in knowledge-intensive firms (Alvesson and Sveningsson, 2003). 
Typically, there are dilemmas of expert autonomy and management control 
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(Raelin, 1989) when managing professionals, experts, knowledge workers, 
scholars, however individuals in business schools label themselves. The question 
arises: What kinds of strategizing practices are useful in managing other experts? 
Fitzgerald and Ferlie (2000) suggest that professionals in organisations might best 
be managed by appealing to their professionalism in terms of quality standards, 
ethics and peer review, which returns power to the professionals and generalist 
hybrid managers rather than allowing non hybrid professional managers to 
dominate. MiŶtzďeƌg ;ϭϵϵϴͿ pƌoposes that ͚Đoǀeƌt leadeƌship͛ is ŵost appƌopƌiate 
in such situations. ‘opo aŶd PaƌǀiaiŶeŶ ;ϭϵϵϵ: ϭϲͿ: aƌgue that ͚leadeƌship iŶ eǆpeƌt 
organizations needs to allow room for people to reveal their expertise and to 
eǆĐel…; it should listeŶ, eŶĐouƌage aŶd suppoƌt, aŶd ƌefleĐt iŶ iŶteƌaĐtioŶ ǁith 
otheƌs ďefoƌe deĐidiŶg.͛ Clearly, this requires time and patience.  
6. Public sector middle managers and academic leadership 
Section six of Chapter two reflects on public sector policy changes affecting higher 
education middle managers and the business school deanship. Chapter four will 
elaborate on the university-based business school as a research setting in greater 
detail. With eǆĐeptioŶs suĐh as BƌǇŵaŶ aŶd LilleǇ͛s ;ϮϬϬϵͿ inconclusive UK study 
on what leadership scholars think of their own institutional leaders, there is a gap 
with little research that investigates business school faculty reflecting on the 
details of management practices in their own business units. This thesis includes 
ǀieǁs of deaŶs͛ Đolleagues aďout the deaŶs͛ ƌoles. Predictably, metaphors of 
͚heƌdiŶg Đats͛ ;BeŶŶis, ϭϵϵϳ; HaŵŵoŶd, ϮϬϬϮͿ ofteŶ appeaƌ iŶ disĐussioŶs ǁith 
academic leaders about professoƌs͛ Ŷeeds foƌ autoŶoŵǇ ;‘aeliŶ, ϭϵϵϱͿ. 
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The changing nature of public sector organisations is an important contingency in 
this thesis. Ambiguity is inherent in large public sector organisations (Denis et al, 
1996) because of conflicting professional values and an increasingly dominant 
discourse of public sector managerialism (Exworthy and Halford, 1998). The public 
sector policy environment of New Public Management (NPM) in higher education 
(Dent et al, 2004) since the 1980s has sought to modernise and make the public 
sector more effective based on techniques from the private sector (Dunleavy and 
Hood, 1994). These policies have resulted in new behaviours in professionals 
(Ferlie et al, 2008) and new patterns of managerialism in higher education (Deem 
and Brehony, 2005). Middle managers may welcome a more business-like 
approach, yet efficiency drives, delayering, and customer-centric rhetoric within 
New Public Management lead them to question private sector methods adopted 
to deliǀeƌ the ͚puďliĐ goods͛ they are responsible for providing. Willmott (1995) is 
especially concerned about commodification and the loss of control by academics.  
The imposition of market values and loss of public funding for business schools 
could be viewed as a threat to university collegiality and professionalism. Power 
may be seen as moving from the professions and managers to students (BIS, 
2011a) who are influenced by media rankings and other reputational measures. 
Disciplinary silos emerge within the university as profitable academic groups that 
resent financially cross-subsidising other departments internally when devolution 
makes apparent which areas are profitable. Managerialism in the public sector 
(Pollitt, 1990) and the issue of a public sector orientation (Stewart and Clarke, 
1987) may be very important values in a school of management with a public 
policy focus (Ferlie et al, 2010). Furthermore, where there are shortages of 
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professors in particular disciplines globally such as finance scholars, this group may 
attain professional dominance (Freidson, 1984) over their colleagues. This is likely 
to mean that finance scholars aƌe less suďjeĐt to ͚ŵaŶageƌialisŵ͛ than other 
specialists who are replaceable in research disciplines where there is overcapacity. 
7. Archetypes 
AŶ aŶalǇsis usiŶg FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ tǇpologǇ of stƌategiĐ 
middle management roles in different contexts has yielded a set of archetypes of 
strategists in this thesis. An archetype is a typical example of a configuration or 
patteƌŶ of a peƌsoŶ͛s attƌiďutes. GƌeeŶǁood aŶd HiŶiŶgs ;ϭϵϵϯ, ϭϬϱϮͿ defiŶe aŶ 
aƌĐhetǇpe as ͚a siŶgle iŶteƌpƌetiǀe sĐheŵe͛ that iŶĐludes ďeliefs, ǀalues, and ideas. 
McKelvey (1982) defined typologies as forms of essentialism and suggested that 
archetypes originate from Lewin et al͛s ;ϭϵϯϵͿ thƌee ďasiĐ tǇpes of authoritarian, 
democratic, and laissez-faire manager. Milleƌ ;ϭϵϴϳ: ϲϴϲͿ talks aďout ͚gestalts, 
archetǇpes, oƌ ĐoŶfiguƌatioŶs.͛ DotǇ aŶd GliĐk ;ϭϵϵϰ: ϮϯϬͿ suggest that ͚[o]Ŷe 
plausible reason for the popularity of typologies is that they appear to provide a 
paƌsiŵoŶious fƌaŵeǁoƌk.͛ Ideal tǇpes aƌe produced ďǇ ͚the oŶe-sided 
accentuation of one or more points of view and by the synthesis of a great many 
diverse, more or less present and occasionally absent concrete individual 
pheŶoŵeŶa͛ ;Weďeƌ, ϭϵϬϰ: ϵϬͿ. In this study, the generalised archetypes are 
derived from clustering detailed observations into categories of strategist. 
Furthermore, Kosteƌa ;ϮϬϭϮ: ϮϵͿ aƌgues that steƌeotǇpes Đlose doǁŶ iŶdiǀiduals͛ 
poteŶtial ǁheƌeas aƌĐhetǇpes alloǁ foƌ possiďilities aďout aŶ iŶdiǀidual͛s 
uŶiƋueŶess. JuŶg͛s ;ϭϵϵϭͿ psǇĐhological archetype captures dominant collective, 
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mainly unconscious, images of leaders in society. Maccoby (1976) generated four 
psychological types: craftsman, jungle fighter, company man, and gamesman. In 
management literature, archetypes are used to cluster behaviours to simplify 
recognisable protagonists such as the romantic leadership (Meindl et al, 1985) of 
heroes and villains, and intermediary categories. In very general terms, Mayo and 
Nohria (2005) suggest three individual organisational archetypes of leader, 
entrepreneur, and manager. Sinclair (1990) identifies eight types of leader 
archetypes: scientific manager, system manager, caring leader, politician, meaning 
manager, entrepreneur, visionary, moral guardian. Kostera (2012) proposes five 
managerial archetypes of sage, king, adventurer, trickster, and eternal child. 
Additionally, Kets de Vries (2013) categorises eight leadership archetypes: 
strategist, change-catalyst, transactor, builder, innovator, processor, coach, and 
communicator. Wissema et al (1980: 43) offer six managerial archetypes of 
pioneer, conqueror, level-headed, administrator, economiser, and insistent 
diplomat which are mapped respectively on to corporate strategies of explosive 
growth, expansion, continuous growth, consolidation, slip strategy, and 
contraction. Pondy and Mitroff (1979: 30) offer a more dynamic view by noting 
tƌaŶsitioŶs ďetǁeeŶ tǇpologies: ͚leadeƌship ƌoles shift fƌoŵ teĐhŶologist to 
liŶguist, fƌoŵ stƌuĐtuƌal eŶgiŶeeƌ to ŵǇthŵakeƌ.͛   
While archetypes may be gross simplifications (Rutenberg, 1970), categorisation of 
ideal types and their fit helps to simplify clusters of behaviours and complex 
phenomena. It is suggested that hybrid types are more suitable for dealing with 
conflicting contingencies (Gresov, 1989). As universities are highly pluralistic 
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organisations (Jarzabkowski and Fenton, 2006), it might be expected that middle 
manager strategists within them match their requisite hybridity.  
8. Summary and conclusion  
Chapter two has provided an overview of literatuƌe oŶ ŵiddle ŵaŶageƌs͛ stƌategiĐ 
roles, hybrid professionals, and insights into the strategic issues facing academic 
leadeƌs ǁithiŶ a ĐhaŶgiŶg puďliĐ poliĐǇ laŶdsĐape. FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, 
1994, 1996) typology offers a structured model from a strategic management 
perspective that focuses ŵaŶageƌial ǁoƌk, foƌ eǆaŵple MiŶtzďeƌg͛s ;ϭϵϳϱ, ϭϵϵϬͿ 
ten management roles, into a behavioural and cognitive framework. The co-
authors themselves admit that there is a greater need for a contingency view 
(Floyd and Wooldridge, 1992: 166).  This thesis takes up the challenge for more 
contextualised empirical research by exploring strategic practices at the level of 
the individual hybrid upper middle manager. It examines institutional centre-
periphery relations, industry sector, and wider policy changes impacting on the 
four middle manager roles identified by Floyd and Wooldridge (1992, 1994, 1996) 
from a strategy-as-practice perspective over time. This chapter has also 
considered various sets of archetypes. 
If middle managers are to make valuable strategic inputs and produce appropriate 
outputs for organisations, they must operate at a sufficiently high and unfettered 
level to influence multiple stakeholders vertically, laterally, and externally. The 
position is rendered even more complex in public sector hybrid organisations 
where a wide range of stakeholders needs to be considered. This is especially the 
case when managing professionals and other knowledge workers whose 
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allegiances to their personal careers are likely to be stronger than to corporate 
goals. Accounts described in the later empirical Chapters six to eight illustrate 
differences in experiences and degrees of freedom that individual middle 
managers navigate and negotiate which explain variations in the three datasets in 
this thesis. 
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CHAPTER THREE: STRATEGIZING PRACTICES OVER TIME 
1. Introduction 
This third chapter reviews two literature streams: firstly on strategy-as-practice 
(SAP) and secondly temporal research in organisations. It aims to understand how 
ŵiddle ŵaŶageƌs͛ pƌaĐtiĐes iŶ foƌŵulatiŶg aŶd iŵpleŵeŶtiŶg stƌategiĐ ĐhaŶge 
oǀeƌ tiŵe. The thesis foĐuses oŶ ͚stƌategiziŶg [ǁhiĐh] eŵphasizes the ŵiĐƌo-level 
processes and practices involved as organizational members work to construct and 
eŶaĐt oƌgaŶizatioŶal stƌategies, thƌough ďoth foƌŵal aŶd iŶfoƌŵal ŵeaŶs͛ ;Maitlis 
and Lawrence, 2003: 111). Vaara and Whittington (2012: 287) define practices as: 
͚aĐĐepted ǁaǇs of doiŶg thiŶgs, eŵďodied aŶd ŵateƌiallǇ ŵediated, that are 
shared between actors and routinized over time.͛ They ƌefeƌ to stƌategiziŶg as ͚the 
sense of more or less deliberate strategy formulation, the organizing work 
involved in the implementation of strategies, and all the other activities that lead 
to the eŵeƌgeŶĐe of oƌgaŶizatioŶal stƌategies, ĐoŶsĐious oƌ Ŷot͛ (ibid). Of course, a 
practice may not be recognised as strategic until much later after an event, for 
example an impromptu corridor or golf course conversation may only be realised 
as strategic in retrospect. 
Chapter three adopts a social practice perspective to examine business school 
deaŶs͛ aĐtiǀities. It asks the ƋuestioŶ: Hoǁ do ŵaŶageŵeŶt sĐholaƌs stƌategize 
what they profess? Part one explores studies on the activities of strategic actors in 
organisations. The justification for adopting a strategy-as-practice (SAP) lens is 
made through a review of strategic management literature and practice theory. 
SAP is differentiated from strategy process research. This third chapter reflects on 
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how the research is located within previous studies on middle managers and 
strategizing. Part two considers strategic change over time from a contingency 
perspective by reviewing literature on time such as life cycles, executive 
succession, and tenures. 
2. Strategic management 
Despite the field of strategic management being fragmented, Nag et al (2007: 952) 
aƌgue that its ͚aŵoƌphous ďouŶdaƌies aŶd iŶheƌeŶt pluƌalisŵ aĐt as a ĐoŵŵoŶ 
ground for scholars to thrive as a community, without being constrained by a 
dominant theoretical or methodological strait-jaĐket.͛ “Đholaƌs suĐh as FƌedƌiĐkson 
(1990) tended to focus on strategic issues managers face rather than on managers͛ 
behaviours. Following early studies on top strategists (Barnard, 1938; Selznick, 
1957; Learned et al, 1961; Andrews, 1971), there has been a revival of interest in 
strategy practitioners. Hambrick (1989) recognised the need for managers to be 
restored to strategic management research, however, his focus was again 
primarily on CEOs. The study in this thesis seeks to fill a gap in strategic 
management research on business units (Gupta and Govindarajan, 1984), below 
the upper echelons (Hambrick and Mason, 1984), by drawing on empirical studies 
of middle manager strategizing (for example, Rouleau, 2005). 
 
The field of strategic management research has undergone various shifts in its 
evolution fƌoŵ ͚iŶduĐtiǀe, Đase-studies largely on a single firm or industry, to 
deductive, large-scale statistical analyses seeking to validate sĐieŶtifiĐ hǇpotheses͛ 
(Hoskisson et al, 1999: 425). It then returned to in-depth cases that adopted a 
resource-based view (Wernerfelt, 1984; Barney, 1991; Conner, 1991). 
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Subsequently, attention was paid to individual strategists, for example Finkelstein 
and Hambrick (1996). The strategy-as-practice (Whittington, 1996) approach has 
labelled micro-strategizing as a further development of the field. Jarzabkowski and 
Spee (2009: 69) suggest that ͚[t]here is a curious absence of human actors and 
their actions in most strategy theories...Those studies that do incorporate 
individuals focus primarily on top managers, as if only one élite group could act 
stƌategiĐallǇ.͛ Paƌoutis aŶd HeƌaĐleous ;ϮϬϭϯ: ϵϯϱͿ ƌeiteƌate that ͚[d]espite 
advancements in strategy-as-practice, our understanding of the meanings of 
stƌategǇ as peƌĐeiǀed ďǇ oƌgaŶizatioŶal aĐtoƌs ͞iŶ pƌaĐtiĐe͟ is still faiƌlǇ liŵited.͛ 
BaƌƌǇ aŶd Elŵes ;ϭϵϵϳͿ also Đalled foƌ ƌeseaƌĐh oŶ stƌategists͛ oǁŶ ĐoŶĐeptioŶs of 
strategy. 
3. Strategy-as-practice 
The adoption of contingency theory is a logical theoretical choice to conceptualise 
middle management behaviours given the situated nature of the strategy-as-
practice lens. Since ͚stƌategiziŶg iŶĐludes all the aĐtioŶs, iŶteƌaĐtioŶs aŶd 
negotiations of multiple actors and the situated practices that they draw upon in 
aĐĐoŵplishiŶg this aĐtiǀitǇ͛ ;Jaƌzaďkoǁski et al, ϮϬϬϳ: ϳ-8), a contextualised view is 
ŶeĐessaƌǇ. Middle ŵaŶageƌs͛ stƌategiĐ ageŶĐǇ is ĐoŶstƌaiŶed ďǇ ĐiƌĐuŵstaŶĐes 
(Mantere, 2008) and so prevailing environmental influences cannot be ignored in a 
study of upper middle manager strategists. This study incorporates a macro 
concern for the environment and a micro level interest in grouping strategic 
behaviours within mid-level roles to generate a set of practitioner archetypes. 
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Several studies illustrate how contingent factors influence ŵiddle ŵaŶageƌs͛ 
everyday strategizing practices. For instance, in their paper on top management 
team strategizing in a leading UK university, Jarzabkowski and Wilson (2002: 357) 
poƌtƌaǇ ĐoŶteǆt as ͚aŶ aĐtivity system in which actor, community, and the socio-
cultural artefacts of interaction are integrated through activity.͛  
Figure 3 highlights the connections made in this thesis between the key strategic 
players, the practitioners who enact practices within their given social roles and 
positions where particular behaviours are expected. An understanding of 
prevailing contingencies of place, time, and markets determines the strategies 
that provide a purpose. This adds the person to MiŶtzďeƌg͛s ;ϭϵϴϳͿ fiǀe Ps of 
strategy – plaŶ, ploǇ, patteƌŶ, positioŶ, peƌspeĐtiǀe. WhittiŶgtoŶ͛s ;2006: 619) 
three Ps of strategy praxis, practices, and practitioners are integrated in this study 
by exploring actual activities, routine behaviours, and strategic actors. 
 
 
 
 
 
 
 
 
 
 
                                                                 
 
                             
 
 
 
                          Figure 3: The 3Ps of strategy-as-practice in this study 
Practitioners Prevailing 
circumstances 
Positions 
Typology of 
hybrid UMM 
strategists based 
on strategizing 
behaviours in 
different contexts 
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Whittington (2006: 619) writes that ͚stƌategǇ͛s pƌiŵe ŵoǀeƌs, stƌategǇ 
practitioners are those who do the work of making, shaping and executing 
stƌategies.͛ He captures the benefits of practice theory to gain insights into 
strategists: ͚The esseŶtial iŶsight of the pƌaĐtiĐe peƌspeĐtiǀe is that strategy is 
more than just a property of organizations; it is something that people do, with 
stuff that comes from outside as well as within organizations, and with effects that 
peƌŵeate thƌough ǁhole soĐieties͛ (ibid: 627). Whittington argues for greater 
integration, with links made between strategizing on the ground intra-
organisationally and also at the extra-organisational level, taking into account 
prevailing exogenous influences. This contrasts with previous research that 
focuses on discrete areas of strategy such as micro studies of individuals (e.g. 
Samra-Fredericks, 2003), work on meso institutional level strategy (e.g. Balogun 
and Johnson, 2004), and more macro socio-political studies (e.g. Kornberger and 
Clegg, 2011). 
 
In considering how business school deans develop their practices and capabilities 
in their roles over time, this thesis is underpinned by a ͚pƌaĐtiĐe tuƌŶ͛ in the social 
sciences (Schatzki et al, 2001; Reckwitz 2002). This view reconciles the individual 
and society (Schatzki, 2005). The practice viewpoint concerns everyday practices 
(Goffman, 1959; De Certeau, 1984). Sztompka (1991), for example, was interested 
in the interactions between structures and actors. In organisational studies, 
practice relates to how individuals and gƌoups ĐaƌƌǇ out ͚ƌeal ǁoƌk͛ thƌough Đo-
oƌdiŶated aĐtiǀities that aƌe iŶflueŶĐed ďǇ the gƌoup͛s oƌ oƌgaŶisatioŶ͛s context 
(Cook and Brown, 1999).  
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Whittington (1996: 732) debunks the glamour of strategizing practices by 
suggesting that strategy entails craft, tacit, local, and detailed skills as well as 
flashes of ďƌilliaŶĐe: ͚all the ŵeetiŶg, the talkiŶg, the foƌŵ-filling and the number-
crunching...Getting things done involves the nitty-gritty, often tiresome and 
ƌepetitiǀe ƌoutiŶes of stƌategǇ.͛ JohŶson et al (2003: 3) too stress mundane aspects 
of stƌategǇ ǁoƌk: ͚the detailed pƌoĐesses aŶd pƌaĐtiĐes ǁhiĐh ĐoŶstitute the daǇ-
to-daǇ aĐtiǀities of oƌgaŶisatioŶal life aŶd ǁhiĐh ƌelate to stƌategiĐ outĐoŵes.͛ 
Jarzabkowski and Spee (2009: 69) explain that ͚[s]trategy-as-practice (s-as-p) as a 
research topic is concerned with the doing of strategy; who does it, what they do, 
hoǁ theǇ do it, ǁhat theǇ use, aŶd ǁhat iŵpliĐatioŶs this has foƌ shapiŶg stƌategǇ.͛ 
Strategy-as-practice research stems from strategy process research which 
͚pƌiŵaƌilǇ foĐused oŶ the aĐtioŶs that lead to aŶd suppoƌt stƌategǇ͛, i.e. plaŶŶiŶg 
and decision-making (Huff and Reger, 1987: 212). “AP suppoƌts WeiĐk͛s ;ϭϵϳϵͿ 
recommendation to be extravagant with gerunds and to re-envisage organisations 
as dynamic. It restores the actor into research on strategy (Whittington, 2006). 
Vaaƌa aŶd WhittiŶgtoŶ ;ϮϬϭϮ: ϮϴϱͿ aƌgue that ͚[t]he poǁeƌ of this peƌspeĐtiǀe lies 
in its ability to explain how strategy-making is enabled and constrained by 
prevailing oƌgaŶizatioŶal aŶd soĐietal pƌaĐtiĐes.͛ “Đhatzki ;ϭϵϵϳ: ϮϴϰͿ takes the 
view that practice frameworks enable an understanding of how practices unfold 
over time. The practice turn in strategy (Whittington, 2006) provides insights into 
what strategists actually do close-up ǁhiĐh is aďseŶt fƌoŵ FloǇd aŶd Wooldƌidge͛s 
(1992, 1994, 1996) typology of strategic middle management roles.  
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This thesis reflects on empirical studies of strategizing behaviours in non-profit 
organisations (Maitlis and Lawrence, 2003; Vaara et al, 2010; Denis et al, 2011; 
Kornberger and Clegg, 2011; Sillince et al, 2012) which are often neglected in 
strategic management literature. Some not-for-profit studies in the strategy-as-
practice literature haǀe eǆaŵiŶed ŵaŶageƌs͛ stƌategiziŶg iŶ universities 
(Jarzabkowski, 2003; Jarzabkowski, 2008; Jarzabkowski and Seidl, 2008; Spee and 
Jarzabkowski, 2011). Empirical work on middle management strategizing 
(Mantere, 2008; Suominen and Mantere, 2010; Rouleau and Balogun, 2011) are 
pertinent to this thesis. In terms of actual strategic episodes, insights into the 
importance of meetings (Hoon, 2007; Liu and Maitlis, 2013) and strategy away 
days (Hodgkinson et al, 2006; Johnson et al, 2010) are also relevant.  
4. Strategists, practices, and processes 
This section discusses strategy process and practice research. It makes the case for 
researching individual strategists located below the upper echelons. Importantly 
foƌ this ƌeseaƌĐh, FiŶkelsteiŶ et al ;ϮϬϬϴ: ϭϬͿ suggest that ͚[t]he Ŷeed to foĐus oŶ 
business unit managers is great…it is at their level that many strategic initiatives 
are formulated and executed...However, such research has recently been sparse, 
pƌoďaďlǇ due to the diffiĐultǇ of oďtaiŶiŶg data.͛ Only a few studies have 
investigated the activities of actors below the CEO (Paroutis and Pettigrew, 2007; 
Angwin et al, 2009) who are important practitioners (Whittington, 2006; 
Whittington, 2007) involved in making and executing strategy. 
 
The strategy-as-practice lens is applied in this thesis as the approach sees strategy 
͚as a soĐiallǇ aĐĐoŵplished, situated aĐtiǀitǇ aƌisiŶg fƌoŵ the aĐtioŶs aŶd 
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iŶteƌaĐtioŶs of ŵultiple leǀel aĐtoƌs͛ ;Jaƌzaďkoǁski, ϮϬϬϱ: ϲͿ.  Fƌoŵ this 
peƌspeĐtiǀe, stƌategǇ is soŵethiŶg oƌgaŶisatioŶal aĐtoƌs ͚do͛ ;JohŶsoŶ et al, ϮϬ03; 
Jarzabkowski et al, 2007) ƌatheƌ thaŶ a statiĐ plaŶ gatheƌiŶg dust iŶ a CEO͛s offiĐe. 
This dynamic approach allows for research on the four Ps of praxis, practices, 
practitioners, and the profession of strategists (Whittington, 2007: 1578). 
Whittington ǁƌites that ͚[p]ƌaĐtiĐes ƌefeƌ to the ƌoutiŶes aŶd Ŷoƌŵs of stƌategǇ 
work. These practices are both stand-alone – such as forming strategy project 
teams or doing strategy away-days – oƌ iŵpliĐit iŶ the ǀaƌious tools of stƌategǇ͛ 
(ibid: 1579).   
 
Strategy-as-practice is not an entirely new phenomenon but links with research on 
strategy processes. Vaara and Whittington (2012: 320) suggest that ͚“AP aŶd 
Strategy Process remain part of the same family and there are strong grounds for 
developing a shared agenda.͛ The practice approach has evolved from process 
research. Table 2 highlights several distinct differences between the two 
perspectives. 
 
 
 
 
 
 
 
 
 
 
 
 
 
88 
 
Table 2: Differences between strategy process and practice research 
 Strategy Process Research 
 
Strategy-as-Practice Research 
1.  This ͚is ĐoŶĐeƌŶed ǁith uŶdeƌstaŶdiŶg hoǁ 
organizational strategies are formulated and 
implemented and the processes of strategic 
ĐhaŶge͛ ;VaŶ de VeŶ, ϭϵϵϮ: ϭϲϵͿ 
͚the ǁaǇs iŶ ǁhiĐh aĐtoƌs aƌe enabled by 
organizational and wider social practices in 
theiƌ deĐisioŶs aŶd aĐtioŶs͛ ;Vaara and 
Whittington, 2012: 286) 
2. Corporate level focus 
 
Focus on what individuals actually do, habits 
3. Systems focus 
 
Behaviours of managers and others involved 
in strategy 
4. Often depersonalised 
 
Close-up, fine-grained, greater intimacy, and 
level of detail (e.g. Hendry and Seidl, 2003; 
Samra-Fredericks, 2003), it digs into 
processes (Brown and Duguid, 2001) 
5. Concerned with structures 
 
Social interactions, learning, relationships  
6. Concerned with operational levels 
 
Situated, temporal, interested in routines, 
recursivity (Jarzabkowski, 2004) 
7. AtteŶtioŶ to ͚ǁhat͛ 
 
Balogun et al (2003: 199): ͚stƌategiziŶg 
research looks for know how, know when 
and know where͛ 
8. Research methods tend to be based on 
organisational case studies, interviews, much 
of the work is by scholars in the USA 
 
Ethnographic studies, orientation to 
qualitative research, European scholars in 
particular have conducted these studies 
9. Economic underpinning 
 
Sociological underpinning 
10. Examples in mainly private firms: Bower 
(1982); Mintzberg and Waters (1982); 
Burgelman (1983a, 1983b); Pettigrew (1985) 
Examples of studies on not-for-profit 
organisations: Maitlis and Lawrence (2003); 
Jarzabkowski (2008); Spee and Jarzabkowski 
(2011) 
 
The more sociological and person-oriented stance taken in this thesis on micro-
strategizing practices from a SAP perspective acknowledges meso and macro level 
contingencies such as structural, systemic, and processual influences on the 
middle management function. 
ͷ. Middle managers’ practices 
Table 3 lists articles on middle managers and their strategic activities. 
͚Sensemaking͛ (Balogun, 2003; Wooldridge et al, 2008; Rouleau and Balogun, 
2011), championing (Rouleau, 2005; Ren and Guo, 2011), and communicating 
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(Carney, 2004) have attracted particular attention. Recent work has examined 
ŵiddle ŵaŶageƌs͛ knowledge brokering functions (Shi et al, 2009; Burgess and 
Currie, 2013). 
Table 3: Articles oŶ ŵiddle ŵaŶageƌs͛ stƌategiĐ ƌoles 
(1) Balogun 
(2003: 80) 
 
 
ibid: 81 
͚The laĐk of appƌeĐiation of the true nature of middle-manager roles constrains the 
eǆteŶt to ǁhiĐh theǇ aƌe aďle to peƌfoƌŵ adeƋuatelǇ ǁithiŶ these ƌoles.͛ Key roles of 
middle managers: dealing with personal change, helping others through change, 
implementing change. Balogun focuses on sensemaking and implementation.  
͚If ouƌ oƌgaŶizatioŶs ƌeallǇ do ĐoŶtaiŶ ŵiddle ŵaŶageƌs ǁoƌkiŶg loŶg houƌs ǁith 
little perceived work/life balance or job security, mobilizing the middle may still 
pƌoǀe diffiĐult.͛ 
(2) Carney (2004) Flatter organisational structures enhaŶĐe ŵiddle ŵaŶageƌs͛ ĐoŵŵuŶiĐatioŶs aŶd 
engagement with strategy. 
 (3) Rouleau 
(2005) 
Sensemaking, interpreting, issue selling. Four strategic change micropractices: 
translating the orientation, overcoding the strategy, disciplining the client, justifying 
the change. These ƌefleĐt FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ sǇŶthesiziŶg 
and championing roles. 
(4) Wooldridge et 
al (2008: 977) 
͚What sepaƌates aŶ effeĐtiǀe stƌategiĐ plaǇeƌ fƌoŵ a less effeĐtiǀe stƌategiĐ plaǇeƌ is 
their ability to relate and engage in a way meaningful to those they seek to 
iŶflueŶĐe aŶd lead.͛ 
(5) Shi et al 
(2009) 
Middle ŵaŶageƌs͛ fiǀe ďƌokeƌage ƌoles liŶked to FloǇd aŶd Wooldƌidge͛s fouƌ 
strategic roles. 
(6) Rouleau and 
Balogun 
(2011) 
Middle ŵaŶageƌs͛ seŶseŵakiŶg aŶd talk iŶ the tǁo ƌoles of ͚performing the 
ĐoŶǀeƌsatioŶ͛ aŶd ͚settiŶg the sĐeŶe.͛  
(7) Ren and Guo 
(2011) 
This papeƌ splits the ĐhaŵpioŶiŶg ƌole iŶto tǁo foƌ ŵiddle ŵaŶageƌs͛ iŶǀolǀeŵeŶt iŶ 
corporate entrepreneurship: (i) noticing opportunities and (ii) issue selling upwards.  
Organisational attention structures are important contingencies. 
 
This stream of literature indicates a preoccupation with middle managers as 
strategic interpreters, communicators, and issue sellers. It also reiterates the 
iŵpoƌtaŶĐe of optiŵisiŶg ŵiddle ŵaŶageƌs͛ ǀalue ǁithiŶ appƌopƌiate stƌuĐtuƌes to 
enable strategic conversations and interactions. Balancing roles and enhancing the  
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legitimacy of middle managers and their strategic business units are key themes 
that are relevant to this thesis.  
6. Temporal perspectives on strategizing practices 
As strategy-as-practice adopts a situated approach to social practices, an 
important contingency to consider in this thesis is time, chronologically, and 
historically. A temporal lens is used here to eǆteŶd FloǇd aŶd Wooldƌidge͛s (1992, 
1994, 1996) typology of middle manager roles. Ancona et al (2001: 660) suggest 
that ͚the laŶguage of tiŵe...ǁill shaƌpeŶ ouƌ ĐoŶteǆtual uŶdeƌstaŶdiŶg͛ of 
behaviours in organisations. HuǇ ;ϮϬϬϭ: ϲϭϬͿ aƌgues that ͚ĐhaŶge ageŶts need to 
have temporal capability: the ability to comprehend various seemingly opposite 
teŵpoƌal ĐoŶĐeptioŶs aďout ĐhaŶge…[so] that theǇ ĐaŶ ďoth iŶtegƌate aŶd 
differentiate multiple temporal constructs and perform multiple and seemingly 
paƌadoǆiĐal aĐtiǀities.͛ HuǇ (ibid: 611) identified four behaviours of commanding, 
engineering, teaching, and socialising that reflected change archetypes of 
commander, analyst, teacher, and facilitator. These roles map on to Floyd and 
Wooldƌidge͛s tǇpologǇ of iŵpleŵeŶtiŶg, sǇŶthesiziŶg, ĐhaŵpioŶiŶg, aŶd 
facilitating.     
Floyd and Wooldridge (1992, 1994, 1996) do not provide an in-depth 
consideration of contingent factors such as time in their model. The upper middle 
managers studied in this thesis are working in many temporal dimensions. Time 
scales may clash in business schools for different teaching, publishing, and budget 
cycles. In order to understand how different aspects of time influence practices, 
Taďle ϰ ĐoŵďiŶes Tuttle͛s (1997) four perspectives on time in processual research 
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ǁith FloǇd aŶd Wooldƌidge͛s (1992, 1994, 1996) model. Tuttle͛s ;ϭϵϵϳͿ Đategoƌies 
include:  
(i) Physiological: body clock, life cycle  
(ii) Objective: chronos, clock time, punctuality 
(iii) Psychological: kairos, orientations to the past, present, future, and 
(iv) Socially constructed relative time: contextualised, cultural.  
Table 4: Strategic activities from time-based perspectives 
Physiological Time: Facilitating   
Nurturing future generations for their careers, timing career opportunities at 
different life stages, discussing ideas at appropriate times of the day, week, year. 
Ensuring recovery time to re-energise after international travel, major events. 
 
Physiological Time: Synthesizing   
Older, more experienced middle managers may be better listeners, more 
networked, while younger newer recruits could be more receptive and ask naïve 
questions that lead to improved understanding. Need to balance ideas from 
veterans and novices to gain a range of insights. Fatigue from endless meetings. 
 
Physiological Time: Championing   
Entrainment, timing of energy levels for announcements when listeners are alert. 
Selling benefits to people at different stages of their careers. Physically coping 
with dinners, energy for corridor conversations. 
 
Physiological Time: Implementing 
A new middle manager may have higher energy levels to get things done faster 
and cope with international travel. A more experienced incumbent may be better 
at delegating and deliberating and have more time to attend to the job with an 
established track record, fewer domestic commitments with adult children. 
Offsetting declining productivity over tenure.   
 
Objective Time: Facilitating   
Ensuring sufficient time allocations for accelerating new ideas, networking. 
Building in breaks, time for play, improvisation (Crossan et al, 2005), emergence. 
 
Objective Time: Synthesizing   
Managing diary appointments to have time to reflect, balancing time, being 
internally and externally aware. Prioritising agenda items before and within 
meetings. 
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Objective Time: Championing   
Scheduling meetings to optimise championing opportunities, publicity, public 
speaking availability. 
 
Psychological Time: Synthesizing   
Timetabling milestones to keep progress on track and for timely interventions. 
Ensuring achievements are highlighted at times of contract renewals, appraisals.  
Delegating to allow time for strategic focus and planning. 
 
Psychological Time: Facilitating   
Mentoring, timing announcements when an audience is receptive, learning from 
failure. Allowing time to build trust. Building a consensus, shared purpose, 
respecting the past.  
 
Psychological Time: Synthesizing   
Deciding on acceptable levels of disruption and discontinuities for momentum, 
framing, envisioning. Sequencing and regulating upheavals, settling down 
periods. Mentally changing gears. Adopting different mind sets takes time. 
 
Psychological Time: Championing   
Linking selling and storytelling with legacy, current realities and aspirations to 
optimise receptiveness, emotional coping, windows of opportunity to engage 
with dissent. Timing when an audience is receptive to the promotion of new 
ideas. Allowing time to build trust. Building a consensus, shared purpose, 
respecting the past.  
 
Psychological Time: Implementing 
Celebrate and reward achievements for maximum impact but being wary of the 
dangers of success (Miller, 1994). Psychological quick wins. Building maps of clear 
targets for performance management, overcoming psychological inertia. 
 
Socially Constructive Relative Time: Facilitating   
Slack time allows for experimentation (Nohria and Gulati, 1996) and emergence. 
Respect different cultural norms, especially cross- cultural differences. Pace 
settiŶg eǆpeĐtatioŶs, ͚ĐaŶ do͛ Đultuƌe. 
 
Socially Constructive Relative Time: Synthesizing   
Small talk and debate are used for intelligence gathering, consulting. Different 
orientations to dealing with multiple issues and national perceptions of 
acceptable feedback mechanisms. Professionals have different time horizons, e.g. 
sĐholaƌs͛ puďliĐatioŶs, auditoƌs͛ ƌespoŶse ƌates, jouƌŶalists͛ deadliŶes. 
 
Socially Constructive Relative Time: Championing   
Time out at social events, informal sessions allows for promulgating the message 
across multiple professional boundaries, and reconciling differences. 
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Socially Constructive Relative Time: Implementing 
Urgency of deadlines in different industries, countries, e.g. a hybrid manager 
brings commercial high velocity pacing (Eisenhardt, 1989b) into an academic 
culture as a catalyst for new ventures (Gersick, 1994) but needs to be context 
sensitive. Succession effects – comparisons of peƌfoƌŵaŶĐe ǁith pƌedeĐessoƌs͛ 
records. 
 
If the dimensions of time and strategic roles are considered at the five levels of 
individual manager, business unit, institution, industry and wider environment, it 
ĐaŶ ďe seeŶ that the uppeƌ ŵiddle ŵaŶageƌ͛s atteŵpts to ďe ĐoŶteǆt seŶsitiǀe aƌe 
fraught with multiple considerations. For example, synthesizing information is 
influenced by different stages in the life cycles of the middle managers, whether 
they are mid-career or close to retirement in terms of their intellectual and 
physical energy to travel, their propensity to take risks, and tolerance for coping 
with the daily grind. For example, dealing with the ͚deadlǇ dull issue of uŶiǀeƌsitǇ 
͞adŵiŶistƌatioŶ͛͟ ;Deaƌloǀe, ϭϵϵϴͿ can really enervate deans. Middle managers 
Ŷeed to ďe aǁaƌe of path depeŶdeŶĐies aŶd the ǀiĐissitudes of the uŶit͛s 
performance when formulating strategy. Other time-related considerations 
include the cycle of the teŶuƌe of the ŵiddle ŵaŶageƌ͛s superior, successor effects 
(Brown, 1982; Beatty and Zajac, 1987), timing of strategic reviews, lags (typically 
two years in league table results and for publishing journal articles), psychological 
shocks in consulting about new ideas. In complex public sector organisations like 
uŶiǀeƌsities, ŵiddle ŵaŶageƌs͛ ƌoles aƌe shaped ďǇ the diffeƌeŶt teŵpoƌal 
perceptions within professional subcultures internally and externally such as the 
acceptability and sequencing of evolutionary and revolutionary change (Tushman 
and O'Reilly, 1996), financial and quality auditoƌs͛ eǆpeĐtatioŶs. The ŵiddle 
ŵaŶageƌs͛ aĐtiǀities iŶǀolǀe eŶtƌaiŶŵeŶt, i.e. ͚the adjustŵeŶt of the paĐe oƌ ĐǇĐle 
of one aĐtiǀitǇ to ŵatĐh oƌ sǇŶĐhƌoŶize ǁith that of aŶotheƌ͛ ;AŶĐoŶa aŶd ChoŶg, 
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1996: 251). Middle ŵaŶageƌs͛ roles demand that they facilitate windows of 
opportunity for serendipity, boundary spanning, mentoring, negotiating, timely 
announcements, down time for reflection, delegating to avoid overload, fatigue, 
and stress caused by time famine (Perlow, 1999). They need space to add value 
and to enhance their personal productivity. All these activities amount to a real 
balancing act within a fixed-term tenure just for the synthesizing roles in Floyd and 
Wooldƌidge͛s (1992, 1994, 1996) framework given here as an example. This is in an 
environment when tangible results are expected and there are clear constraints 
on management autonomy.   
 
In drawing on temporal literature, this thesis is mindful of iŶdiǀiduals͛ ďiogƌaphies 
and career trajectories. It is aware of how different type of institutions and the 
business school industry have evolved. The study also considers changes over time 
in UK public sector policy such as ThatĐheƌ͛s eduĐatioŶ Đuts, the iŶtƌoduĐtioŶ of 
significant tuition fees in England, and the impact of global recessions.  
 
At the leǀel of the ŵiddle ŵaŶageƌ, HaŵďƌiĐk aŶd Fukutoŵi͛s ;ϭϵϵϭͿ fiǀe seasoŶs 
of a CEO͛s teŶuƌe ĐaŶ ďe applied to the seŶioƌ ŵiddle ŵaŶageƌ͛s ĐhaŶgiŶg 
mandate in one particular position. This model explains ǁhǇ ŵaŶageƌs͛ strategic 
practices shift as they focus on different tasks at various stages in their tenure as 
they move through the five seasons of: 
(1) response to mandate 
(2) experimentation 
(3) selection of an enduring theme 
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(4) convergence, and  
(5) dysfunction 
The argument is that often executive tenures of long duration result in declining 
performance. In HaŵďƌiĐk aŶd Fukutoŵi͛s (ibid) framework, following initial 
experimentation with the going-in mandate, an executive fixes on a strategy but if 
they stay too long or fail to implement strategic renewal, they can experience 
strategic drift. Gabarro (1985, 2007) notes that it takes a new manager a long time 
to take charge in the first season through the processes of taking hold, immersion, 
reshaping, consolidation, and refinement. In their models, neither Hambrick and 
Fukutomi (1991) nor FloǇd aŶd Wooldƌidge ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ĐoŶsideƌ ŵaŶageƌs͛ 
behaviours prior to being appointed and taking up a new role. This period may 
represent a significant opportunity for synthesis and for revisiting the going-in 
ŵaŶdate. AŶteĐedeŶts aŶd ĐoŶseƋueŶĐes ŵatteƌ iŶ oƌgaŶisatioŶs͛ histoƌies. Figure 
4 depicts Hambrick and Fukutoŵi͛s ;ϭϵϵϭͿ ĐoŶĐeptualisatioŶ gƌaphiĐallǇ foƌ oŶe 
example as an executive attends to tasks in different seasons. The co-authors 
acknowledge that the seasons are not necessarily linear, sequential or all fulfilled 
within a tenure. Hambrick and Fukutomi admit that their model can apply to any 
ŵaŶageƌ, Ŷot just the uppeƌ eĐheloŶs. IŶ theiƌ fƌaŵeǁoƌk, a ŵaŶageƌ͛s task 
knowledge rises over the tenure then plateaus. Task interest is high at the outset 
then falls.                                                                                                                                                      
Commitment to the going in paradigm may initially fall as the gap between reality 
and aspirations stated at the appointment interview is re-interpreted and then it 
strengthens. The eǆeĐutiǀe͛s power increases year-on-year as the range of sources 
of information the individual manager draws on declines. 
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HaŵďƌiĐk aŶd Fukutoŵi͛s ;ϭϵϵϭͿ fiǀe seasoŶs of a CEO͛s teŶuƌe ĐaŶ ďe applied at 
the senior middle management level in this study. While the article is conceptual, 
the model Đould ďe used diagŶostiĐallǇ to ŵap a deaŶ͛s tƌajeĐtoƌǇ. The fƌaŵeǁoƌk 
assumes that aŶ eǆeĐutiǀe͛s paƌadigŵ is ďased oŶ the iŶteƌplaǇ ďetǁeeŶ the 
iŶĐuŵďeŶt͛s sĐheŵa aŶd ƌepeƌtoiƌe, i.e. cognitive map and toolbox such as 
experiences of negotiating. This paradigm changes over the course of the tenure. 
Hambrick and Fukutomi (ibid: 728) suggest in relation to the experimentation 
stage of aŶ eǆeĐutiǀe͛s teŶuƌe: ͚During this phase CEOs may relax their 
commitment to their paradigms, attempt new approaches to running their 
Figure 4: An example of variations in tasks over aŶ eǆeĐutiǀe͛s tenure 
Five Seasons 
Behaviours  
Strength of 
behaviours 
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enterprises, and generally try broader gauged methods than they were willing to 
atteŵpt iŶ the iŶitial daǇs of theiƌ teŶuƌes.͛ This eĐhoes FloǇd aŶd Wooldƌidge͛s 
(1992, 1994, 1996) facilitating adaptability role. Hambrick and Fukutomi (1991) 
see the first season as an opportunity for ͚reshaping͛ previously agreed strategy. 
RespoŶse to ŵaŶdate iŶ HaŵďƌiĐk aŶd Fukutoŵi͛s ;iďidͿ ŵodel ŵaps oŶ to FloǇd 
aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ sǇŶthesiziŶg iŶfoƌŵatioŶ, ŵakiŶg seŶse of 
the given strategy. The third season of an enduring theme allows for championing 
a message, while the fourth season of convergence echoes Floyd and 
Wooldƌidge͛s (ibid) role of implementing deliberate strategy. The final season of 
dǇsfuŶĐtioŶ ŵaǇ liŶk to FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϲͿ Ŷegatiǀe steƌeotǇpes. 
The key phases over the tenure are outlined in Table 5. 
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Table 5: HaŵďƌiĐk aŶd Fukutoŵi͛s fiǀe seasoŶs ŵodel 
Season One: Response to mandate 
DuƌiŶg the fiƌst seasoŶ, the ͚goiŶg-iŶ ŵaŶdate͛, the oƌgaŶisatioŶ͛s ;iŵpliĐitͿ speĐifiĐ ageŶda as to 
why the executive was appointed ;e.g. ĐoŶtiŶuitǇ, ƌadiĐal ĐhaŶgeͿ aŶd the iŶĐuŵďeŶt͛s iŶitial 
promises based on their track record are reviewed. This stage is ͚ĐhaƌaĐteƌized ďǇ the CEO͛s 
ƌelatiǀelǇ high ĐoŵŵitŵeŶt to his oƌ heƌ paƌadigŵ…, ƌelatiǀelǇ loǁ task kŶoǁledge, use of diǀeƌse 
infoƌŵatioŶ souƌĐes, high task iŶteƌest, aŶd loǁ poǁeƌ͛ ;HaŵďƌiĐk aŶd Fukutoŵi, ϭϵϵϭ: ϳϮϴͿ.  
Season Two: Experimentation 
This includes a phase of reshaping and considering divergent options. 
Season Three: Enduring theme 
The third stage is when there is recrystallisation of the paradigm, refinement, and readjustment.  
Season Four: Convergence 
IŶ the fouƌth seasoŶ, ͚[t]he CEO͛s ĐoŵŵitŵeŶt to his oƌ heƌ paƌadigŵ is stƌoŶg aŶd gettiŶg 
stronger; task knowledge has increased greatly since the CEO arrived, but it has reached a plateau; 
the person is exposed to an ever narrower and more filtered information flow; task interest has 
staƌted to ǁaŶe, ďut the CEO͛s poǁeƌ is ƌelatiǀelǇ gƌeat aŶd is still iŶĐƌeasiŶg͛ ;iďid: ϳϯϭͿ. 
Season Five: Dysfunction 
Season fiǀe ĐaŶ ďe Ƌuite pƌoloŶged. At this tiŵe, ͚[j]oď ŵasteƌǇ giǀes ǁaǇ to ďoƌedoŵ; eǆhilaƌatioŶ 
to fatigue; stƌategiziŶg to haďituatioŶ…iŶǁaƌdlǇ the spaƌk is diŵ; opeŶŶess aŶd ƌespoŶsiǀeŶess to 
stimuli are diminished..[the executive] will become more involved in ceremonies that are 
Đoŵfoƌtaďle aŶd less iŶǀolǀed iŶ aĐts of suďstaŶĐe…[theiƌ] outside iŶteƌests ŵaǇ iŶĐƌease as [theǇ] 
seaƌĐh foƌ Ŷeǁ stiŵuli…[ďeĐause theǇ aƌe] diseŶgaged psǇĐhologiĐallǇ.͛ 
 
Middle managers with experiences of working in high velocity environments 
(Brown and Eisenhardt, 1997) adopt distinct behaviours because of intense 
competition. Attitudes are also influenced by career progression, for example the 
state of ͚ŵiddlesĐeŶĐe͛ ǁheŶ ŵaŶageƌs aƌe ͚[ď]uƌŶed-out, bottlenecked, and 
ďoƌed͛ ;MoƌisoŶ et al, ϮϬϬϲ: ϳϴͿ as iŶdiĐated iŶ HaŵďƌiĐk aŶd Fukutoŵi͛s ;ϭϵϵϭͿ 
dysfunctional season. The ability of middle managers to perform strategic roles is 
also affected by practical issues like executive travel (DeFrank et al, 2000) and 
more broadly by management fashions (Birnbaum, 2000), economic turbulence 
impacting on leaders (Lorange, 2010), industry dynamism (Henderson et al, 2006) 
over time, and locally by levels of centralisation which may swing like a pendulum 
duƌiŶg aŶ iŶstitutioŶ͛s histoƌǇ.  
99 
 
7. Summary and conclusion  
This chapter has reviewed two literature streams, firstly on strategy-as-practice 
(SAP) and middle managers, and secondly research on time in organisations as a 
contingent factor in extending Floyd and Wooldridge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ƌoles to 
contextualise practices. Studies of middle managers have neglected the multiple 
temporal dimensions of upper middle manageƌs͛ stƌategiĐ ďehaǀiouƌs iŶ the puďliĐ 
sector. There is also a research gap in understanding social constructions of mid-
level strategists over time at multiple levels (the individual, business unit, 
institution, industry, and society) who engage with a gamut of different 
professionals in complex settings. This thesis seeks to enhance our understanding 
of upper middle managers in a professionalised business unit. It connects 
iŶdiǀiduals͛ ŵiĐƌo- strategizing iŶ FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ƌole 
typology with local and macro contingencies to inform categories of strategist 
archetypes.  
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CHAPTER FOUR: THE RESEARCH SETTING  
1. Introduction 
This chapter provides insights into the research context to understand the 
backdrop against which the middle managers in this study are operating as 
strategic actors. To support a contingency approach, historical industry and 
institutional dynamics are considered here. With the exception of Gallos (2002), 
there is little research on business school leaders as middle managers to illustrate 
the experiences of these hybrids in professionalised contexts. Thomas et al 
;ϮϬϭϯď: ϮϬϮͿ aƌgue that: ͚BusiŶess sĐhool deaŶs aƌe ĐoŶfƌoŶted ǁith leadiŶg Ŷot 
only complex organisational forms but also reconciling diverse stakeholder 
interests in an era of ͞hǇpeƌ ĐoŵpetitioŶ͛͛͛ and Ǉet ͚theƌe is oŶlǇ liŵited Đoǀeƌage 
of the pƌaĐtiĐe aŶd ƌole of deaŶs.͛ Wilkins and Huisman (2012: 381) admit in their 
research on rankings that they overlooked the individual level of the dean in not 
ĐolleĐtiŶg data to ͚iŶǀestigate iŶ-depth particular strategies of individual business 
schools. Neither have we been able to detect the impact of great leaders of 
ďusiŶess sĐhools.͛ The pluralistic culture of an academic department in a 
professional school lends itself to an investigation of hybridity and the challenges 
of leading from a middle position. 
Chapter four comprises a literature review of: (i) debates on business schools;           
(ii) an analysis of articles on business and management education in nine leading 
publications; (iii) a review of global developments in the business school industry; 
(iv) the policy context for British management education 1945–2013; (v) a specific 
overview of the development of Warwick Business School as the main institutional 
study in the second phase of the empirical data collection; and finally                            
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(vi) literature on the business school deanship. These insights help to understand 
deaŶs͛ ďehaǀiouƌs, strategic choices, and macro-drivers influencing their micro-
practices. 
2. Debates on business schools  
This initial section reviews debates on business schools and business and 
management education to contextualise the deanship historically in terms of 
dominant discourses and future challenges. 
 
As a past President of AACSB International, Honorary Life Member of EFMD, 
former Chair of the Association of Business Schools (ABS), i.e. the major 
accreditation and professional bodies in the USA, Europe, and UK, Howard Thomas 
is uniquely placed to reflect on his first hand experiences of business schools 
globally. A ƌeǀieǁ of Thoŵas͛s ǁoƌk oŶ ďusiŶess aŶd ŵaŶageŵeŶt eduĐatioŶ 
provide a useful understanding of developments in business schools. From his 
unique combination of experiences as a serial business school dean on three 
continents (America, Asia, and Europe), Thomas has written about business school 
leadership (Davies and Thomas, 2009; Fragueiro and Thomas, 2010a, 2010b, 2011; 
Thomas and Thomas, 2011; Thomas et al, 2013a, 2013b) and about management 
research (Thomas, 2009; Thomas and Wilson, 2009). He suggests that the 
European model of business schools (Antunes and Thomas, 2007; Thomas, 2012) 
is heterogeneous and based more on stakeholder capitalism than the hegemonic 
US model. From the perspective of a highly cited strategic management scholar, 
Thoŵas has ƌefleĐted oŶ the ͚Đoŵpetitiǀe dǇŶaŵiĐs of ŵaŶageŵeŶt eduĐatioŶ͛ 
;Thoŵas, ϮϬϬϳaͿ aŶd ͚ŵetƌiĐs foƌ its suĐĐess͛ ;Thoŵas, ϮϬϬϳďͿ.  Thoŵas ;ϮϬϬϳĐͿ 
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has edited special issues of the Journal of Management Development (2009, 2011, 
2012 and 2014) and a Global Focus suppleŵeŶt ;Thoŵas et al, ϮϬϬϳͿ oŶ the ͚ƌole, 
ǀalue aŶd puƌpose͛ of ŵaŶageŵeŶt eduĐatioŶ. Most ƌeĐeŶtlǇ, Thoŵas et al 
(2013b: ix) have asked whether business schools are at tipping and tripping points 
ǁheƌe theǇ Ŷeed to ͚ƌeiŶǀeŶt theŵselǀes aŶd regain a new sense of identity and 
legitiŵaĐǇ aŵoŶg theiƌ keǇ stakeholdeƌs.͛ He argues that the high fees for 
business schools are unsustainable (Peters and Thomas, 2011a, 2011b; Thomas 
and Peters, 2012), given the effects of new technology (Thomas and Thomas, 
2012). The future of business schools (Thomas, 2011, 2012; Thomas and Cornuel, 
2011) and their legitimacy (Thomas and Cornuel 2012; Wilson and Thomas, 2012; 
Thomas et al, 2014) are viewed as key concerns in the business school community. 
Although a recent survey (Thomas et al, 2012) indicated that Henry Mintzberg, 
Peter Drucker, and C.K. Prahalad were at the time regarded as the most influential 
opinion leaders on management education, thinkers with a particular interest in 
the practice of management, accusations that business schools are self-serving, 
too detached from society, and produce arcane research that practitioners do not 
read appear as common themes in surveys and at conferences for business school 
deans (Thomas et al, 2013a). 
 
Ken Starkey at Nottingham University Business School has also sustained an active 
interest in policy debates on modes of business and management research (e.g. 
Tranfield and Starkey, 1998; Starkey et al, 2009; Hodgkinson and Starkey, 2010). 
He contributed to the advisory group for the CEML report (2002) on the role of UK 
business schools in developing managers and leaders nationally. With his 
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colleagues, Starkey has considered different ways of designing the business school 
(Starkey et al, 2004), its future prospects (Starkey and Tempest, 2005). He has 
recommended changes such as the inclusion of entrepreneurship education (Binks 
et al, 2006) and the humanities (Starkey and Tempest, 2006) in the curriculum. 
Importantly, Starkey critically evaluates the purpose of business sĐhools ͚ďeǇoŶd 
the ďottoŵ liŶe͛ ;“taƌkeǇ aŶd Tiƌatsoo, ϮϬϬϳͿ, adǀoĐatiŶg a ŵodel of the agora, 
which is a knowledge forum for multiple stakeholders. Thomas et al (2013b: 184) 
explain that Starkey͛s model views business schools as more inclusive than just a 
source of credentials for private gain; they describe the agora as a ͚fouƌfold 
knowledge strategy – knowledge for management, knowledge for society, 
knowledge about management and knowledge about soĐietǇ.͛ Patƌiotta aŶd 
Starkey (2008) promote the importaŶĐe of ͚ŵoƌal iŵagiŶatioŶ͛ ƌatheƌ thaŶ the 
utilitarianism for which US business schools have often been criticised. In addition, 
Starkey and Tempest (2008, 2009a, 2009b) argue for business schools to develop a 
clearer sense of purpose now that the golden age for the US model of business 
schools appears to be over (Starkey, 2011). 
3. Critiques of business and management education 
This next section chronologically reviews literature that has critically appraised 
business schools and business and management education. At the end of the 
1950s, the reports of the Ford (Gordon and Howell, 1959) and Carnegie (Pierson, 
1959) Foundations criticised the quality of US business school faculty and the 
narrow curricula that concentrated on vocational skills. Simon (1991: 139) called 
these institutions ͚a wasteland of vocationalism that needed to be transformed 
into science-ďased pƌofessioŶalisŵ.͛ 
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research publications and programmes that were more analytical. Subsequent 
criticism of business schools accused them of being disconnected from practice 
with an overly rational focus on maximising shareholder value. Ghoshal (2005: 76) 
aƌgued that ͚ďǇ pƌopagatiŶg ideologiĐallǇ iŶspiƌed aŵoƌal theoƌies, ďusiŶess 
schools have actiǀelǇ fƌeed theiƌ studeŶts fƌoŵ aŶǇ seŶse of ŵoƌal ƌespoŶsiďilitǇ.͛ 
Podolny (2009) blamed business schools in part for the global financial crisis and 
Locke and Spender (2011) accused them of causing economic imbalance. Crainer 
and Dearlove (1998) attacked business schools for being supply driven and 
ĐoŶstƌuĐted iŶ the faĐultǇ͛s self-interest of pensions, publications, and their 
private consultancy work. Mintzberg (2004) argued for more real-world 
experiential learning and for business school students to consider responses to 
complex problems. Martin (2011), a long serving dean at Rotman, bemoaned 
casino capitalism that resulted in a detachment from the real market of making 
things which was manifested in the attitudes of the US model of the MBA. Zell 
(2001) also concluded that business schools had become too market-driven. 
 
Prior literature includes insights from several deans who have written about their 
views on running business schools in North America (Gallos, 2002; Aspatore, 2006, 
2008; Dhir, 2008; Moldoveanu and Martin, 2008). In Europe, Lorange (2008) has 
written extensively about his role at IMD. Based on his doctoral thesis, Fragueiro 
(Fragueiro and Thomas, 2011) explored political business school leadership at 
IMD, INSEAD, and London Business School (LBS) as well as IAE in Argentina, where 
Fragueiro was dean. Thomas (ibid) has detailed his reflections on his experiences 
as dean at Warwick Business School. Ferlie (Ferlie et al, 2010), who headed two 
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management departments in the University of London, reviews typologies of 
models of business schools aŶd adǀoĐates ͚a public interest school of 
management.͛ Additionally, deans of leading private Spanish business schools in 
Barcelona and Madrid offer insights into the roles of business schools in the 
corporate world and society (Canals, 2011, 2012; Iñiguez de Onzoño, 2011; 
“auƋuet iŶ MoƌsiŶg aŶd “auƋuet ‘oǀiƌa, ϮϬϭϭͿ aŶd hoǁ ďusiŶess sĐhools͛ 
strategies are changing.  
 
In the UK, head hunters have taken a long time to recruit to some deanships. For 
example, at Imperial College it took 18 months before a new dean arrived from 
the USA in 2013. Thoŵas et al ;ϮϬϭϮ: ϭϵͿ aƌe ĐoŶĐeƌŶed ǁith ͚the defiĐit of 
stƌategiĐ leadeƌship͛ in business schools because often academics with leadership 
potential do not step up to academic leadership roles as they peƌĐeiǀe deaŶs͛ joďs 
͚as ŵulti-faceted, stressful and often characterised as similar to middle managers 
squeezed between university presidents and deŵaŶdiŶg faĐultǇ ŵeŵďeƌs.͛ 
Thomas (ibid) suggests that of the deans he has kŶoǁŶ ͚[a] feǁ ǁho haǀe 
experience, time and the courage, determination and resilience to follow through 
theiƌ ĐhoseŶ path aŶd stƌategiĐ diƌeĐtioŶ suĐĐeed.͛ This type of dean is often 
characterised as a level five leader ͚who blends extreme personal humility with 
iŶteŶse pƌofessioŶal ǁill͛ (Collins, 2005: 135). Various biographies of business 
schools provide glimpses into the deanship such as GoloskiŶski aŶd HoŶaĐk͛s 
(2008) history of Kellogg School of Management where Don Jacobs was dean for 
26 years, accounts of INSEAD (Barsoux, 2000), and Cass (Williams, 2006). 
Particularly influential business school deans who have written publicly about their 
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craft include George Bain (London Business School, Warwick Business School), 
Santiago Iñiguez de Onzoño (Instituto Empresa), Dipak Jain (Kellogg, INSEAD), 
Peter Lorange (IMD, Lorange Institute), Arnoud de Meyer (Cambridge Judge), Nitin 
Nohria (Harvard), Kai Peters (Ashridge), and Howard Thomas (Singapore 
Management University). 
4. Key challenges 
This next section outlines key challenges facing business school deans. 
Undoubtedly, business schools in North America and Europe have been successful 
as profitable businesses and as significant income generators (Pfeffer and Fong, 
2004) for their universities during years of unprecedented growth. There has, 
nevertheless, been a steady commentary on business schools that questions their 
credibility, purpose, and justifications for their confidence levels (Gioia, 2002). 
Comments related to business schools and economic crises suggest that business 
schools are in part to blame (Gioia, 2002; Podolny, 2009; Currie et al, 2010). Even 
iŶ the eaƌlǇ ϭϵϬϴs, HaǇes aŶd AďeƌŶathǇ ;ϭϵϴϬ: ϲϳͿ suggested that ͚[ŵ]odeƌŶ 
management principles may cause rather than cure sluggish economic 
peƌfoƌŵaŶĐe.͛ 
 
Rankings represent a particular fixation in leading business schools. The FT 
rankings began in 2001. Jain and Golosinksi (2009: 105) try and put rankings into 
peƌspeĐtiǀe, aƌguiŶg that ďusiŶess sĐhools should ͚ƌegaƌd ƌaŶkings as one part of a 
ĐoŵpƌeheŶsiǀe feedďaĐk poƌtfolio.͛ MuĐh has ďeeŶ ǁƌitteŶ aďout aŵďiǀaleŶt 
attitudes towards rankings (Dichev, 1999; Gioia and Corley, 2002; Fee et al, 2005; 
Bradshaw, 2007; Peters, 2007; Adler and Harzing, 2009; Wedlin, 2010). Khurana 
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(2007) talks of the tyranny of rankings that has resulted in a dysfunctional focus on 
earning and impression management rather than learning. Most recently, business 
school rankings reveal a fall in US business schools and a rise for European and 
Asian business schools as world power appears to be moving east (Collet and 
Vives, 2013). In addition to rankings, various writers have been exercised about 
the benefits of accreditations (Dillard and Tinker, 1996; Julian and Ofori-Dankwa, 
2006; Trapnell, 2007; Urgel, 2007; Zammuto, 2008; Lowrie and Willmott, 2009). 
The issue of homogenisation (Wilson and McKiernan, 2011) as a result of 
accreditations and rankings is important in the context of the dominance of a US 
model of business and management education and the preference in many parts 
of the world for faculty with US doctorates.  
The value of the MBA has been singled out for particular critique. Yeaple (2012) 
reports on regular articles about the downturn in MBA applications of up to 50% in 
each of the years 1985, 1993, 2005, and 2011. The significant decline in MBA 
applications (Bradshaw, 2012a; Bradshaw, 2012b) means that students have 
greater choice. While Lataif (1992), former dean of BostoŶ UŶiǀeƌsitǇ͛s “Đhool of 
Management, thought the traditional MBA model was doomed, Schlegelmilch and 
Thomas (2011) question whether the MBA will even exist in 2020. Mintzberg 
(2004) complained about what he perceived as the narrow pre-experience MBA 
curriculum in many US business schools. Indeed, Navarro (2008) claims that the 
MBA core curricula at top-ranked US business schools have been an exercise in 
failure. Many MBA graduates plan to work in financial services or management 
consulting rather than perhaps for other more noble organisations. Contardo and 
Wensley (2004) question the influence and limitations of a reliance on Harvard 
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Business School case studies in MBA programmes. Ironically, for Harvard Business 
“Đhool͛s ĐeŶteŶaƌǇ, Dataƌ et al ;ϮϬϭϭͿ provided six case studies on how top 
business schools (the Centre for Creative Leadership, Chicago, Harvard, INSEAD, 
Stanford, and Yale) revamped their MBA programmes to be more integrated, to 
include more critical thinking, and encourage a sense of social responsibility 
amongst students. The MBA oath (Anderson and Escher, 2010) was strongly 
encouraged by Khurana and Nohria, a leading management professor and the 
current dean at Harvard Business School. In a highly read article, Rubin and 
Dierdorff (2011) drew attention to the Abilene paradox of business school deans 
knowing that alumni wished they had received more soft skills training during 
their MBAs, yet deans are still prioritising hard analytical skills development.  
Furthermore, debates about professionalism (Trank and Rynes, 2003) and the 
failed professionalisation of management project (Khurana and Nohria, 2008) are 
also part of the business school discourse on legitimacy. Khurana (2007) notes the 
͚uŶfulfilled pƌoŵise͛ of the ͚management as a profession͛ project as it was hijacked 
by a ͚ŵaƌket fuŶdaŵeŶtalisŵ͛ foĐused solelǇ oŶ fiŶaŶĐial ƌesults ƌatheƌ thaŶ 
responsible management and initiatives such as 50 + 20.   
 
Insiders have been vociferous about the limitations of business schools. Pfeffer 
and Fong (2002, 2004) found fault in US business schools, claiming that they 
produce research that is not sufficiently scientific and that they are overly focused 
on the market. Even more stridently, Ghoshal (2005) accused business schools 
generally of amorality, and of providing teaching that damaged good management 
practices. Locke and Spender (2011) called business schools to account for 
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promoting an absence of ethical leadership, and for concentrating on the 
rationality of financial economics at the expense of society. Similarly, Khurana 
(Bloomberg Businessweek, ϮϬϬϵͿ added to the ĐƌitiĐisŵ: ͚I thiŶk ǁheƌe ďusiŶess 
schools went wrong was starting to see themselves as business and not enough as 
education. Too much of contemporary business education offers a narrow concept 
of the ƌole of ďusiŶess iŶ soĐietǇ.͛ IŶ ƌespoŶse to suĐh ĐƌitiĐisŵs, business schools 
are partnering with various institutions to enhance their credibility, to portray a 
sense of humanism and social responsibility in the eyes of multiple stakeholders. 
These include initiatives with GRLI (Globally Responsible Leadership) and PRME 
(Principles for Responsible Management Education). 
 
University-based business school deans must deal with the diversity of a myriad of 
stakeholders: academic faculty, accreditation agencies, employers, government, 
regulators, organisations, the media, parents, professional bodies, publishers, 
society, students, and universities. There are inherent tensions in providing a 
portfolio of products and services for high quality teaching, research, and 
engagement with practice. Thomas and Peters (2012) express serious concerns 
about the luxurious model of premium fees (Peters and Thomas, 2011a, 2011b) 
that business schools charge, and the high cost base of faculty salaries and 
pension schemes. Table 6 summarises typical debates in the literature on business 
schools (Ivory et al, 2006: 7). 
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Table 6: Conflicting themes in debates about business schools 
1. Business school research is too abstract 
and irrelevant to the needs of practising 
managers. 
Not enough business school research is 
grounded in the methodological rigour of 
the social sciences, it is often too case 
based and discursive. 
2. Business school teaching is too 
theoretical, and not sufficiently focused 
on problems that managers actually face. 
BusiŶess sĐhool teaĐhiŶg is too ͚Đustoŵeƌ 
foĐused͛ aŶd Ŷot suffiĐieŶtlǇ distaŶt fƌoŵ, 
and critical of, management practice. 
3. MBAs, and business degrees generally, 
do not produce well rounded managers 
with leadership qualities. 
MBAs are, or for a long time were, seen 
as a passport to career progression and 
greater earning power. 
4. Business education has made almost no 
impression on practising managers, and 
has failed to impact business 
performance. 
Business schools are partly culpable for 
recent corporate scandals, and therefore 
have had a negative impact on business 
performance. 
5. There are too many business schools. 
Many of those taking degrees in 
management are unlikely to benefit 
much from their studies. 
There are not enough business schools, 
UK firms cannot rely on the university 
sector to supply the training/education 
that their managers need. 
 
In such an environment of manifold criticisms, deans have to think strategically 
about existing business school models (Lorange, 2000, 2005; Thomas et al, 2013b). 
Thomas (2012: 21) suggests that the European model of a business school is 
distinguished by a focus on socially responsible capitalism, engagement with 
organisations and employees, globalisation, quality assurance, the development of 
soft aŶd ĐƌitiĐal thiŶkiŶg skills, i.e. ͚a ŵoƌe ďalaŶĐed, aŶd soŵeǁhat less 
aŶalǇtiĐallǇ ƌigoƌous, peƌspeĐtiǀe oŶ ŵaŶageŵeŶt eduĐatioŶ͛ thaŶ iŶ the U“A. IŶ 
the UK, for example, there has been a tradition in many business schools of 
focusing on action learning, engagement with practice, customising executive 
education, and international outreach. Framing the identity and purpose of the 
business school is an important strategic activity for the dean. BeŶŶis aŶd O͛Toole 
;ϮϬϬϱ: ϵϴͿ ask ͚[ǁ]hǇ haǀe ďusiŶess sĐhools eŵďƌaĐed the sĐieŶtifiĐ ŵodel of 
physicists and economists rather than the professional model of doctors and 
laǁǇeƌs?͛ Ferlie et al (2010) offer a range of different models including the public 
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interest school of management. Lorange (2012) provides a franchise model as one 
alternative while De Meyer (2011) argues that business schools should become 
schools for business. Pfeffer and Fong (2002) suggest business schools should 
model themselves on other professional schools rather than on arts and sciences, 
otherwise there is a danger of obsolescence. 
Proposals for reconfiguring business education in the future are plentiful (Hitt, 
1998; Calder and Tybout, 1999; Hawawini, 2005; Cornuel, 2007; Durand and 
Dameron, 2008, Thomas, 2011, 2012). In terms of rethinking the content provided 
by business schools, an entrepreneurial mindset is being encouraged (Chia, 1996; 
Binks et al, 2006), with a focus on innovation (Sullivan, 2011), and design thinking 
(Moldoveanu and Martin, 2008). Grey (2002, 2004) advocates the benefits of 
critical management education instead of a model of business schools as élite 
finishing schools that discourage reflection and represent ͚[t]he pedagogǇ of the 
pƌiǀileged͛ (The Economist, 2009: 82). Jain (UDaily, 2010), former dean of Kellogg 
aŶd IN“EAD, oďseƌǀed: ͚Noǁ iŶ the Ϯϭst ĐeŶtuƌǇ, ǁe see the ƌise of Asia, ChiŶa aŶd 
IŶdia, aŶd a shift iŶ foĐus to huŵaŶ Đapital deǀelopŵeŶt aŶd ĐoŵpeteŶĐies.͛ He 
viewed the purpose of busiŶess sĐhools as ͚kŶoǁledge ĐƌeatioŶ, kŶoǁledge 
disseŵiŶatioŶ aŶd kŶoǁledge ĐeƌtifiĐatioŶ͛ ƌatheƌ thaŶ as just ĐƌedeŶtialisŵ.  
 
The business school industry in the West has matured and become increasingly 
complex, resulting in the need to rethink current realities and uncertainties 
(Stacey, 2009). Business schools seem to be experiencing a crisis of legitimacy, 
ǁith talk of a ͚Ŷeǁ ǀisioŶ͛ ;Poƌteƌ, ϮϬϬϰͿ, ƌeiŶǀeŶtioŶ ;GƌeǇ, ϮϬϬϰ; Thoŵas aŶd 
Cornuel, 2012a), rethinking (Starkey et al, 2004; Schoemaker, 2008), retraining 
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(Holland, 2009) aŶd ͚ŵeaŶiŶgful ƌeŶoǀatioŶ͛ ;Dierdorff and Holton, 2013: 369). 
The angst about the legitimacy of management education has been manifold 
(Spender, 2005; Thomas and Wilson, 2011). Wilson and McKiernan (2011: 457) 
astutely observe that while EFMD͛s DiƌeĐtoƌ GeŶeƌal aŶd CEO, EƌiĐ Cornuel (2005: 
469) stated confidently in 2005 that ͚[ď]usiŶess sĐhools haǀe ǁithout aŶǇ douďt 
reached legitimacy in the field of eduĐatioŶ͛, ďǇ ϮϬϭϮ CoƌŶuel ǁas adŵittiŶg that 
͚[i]t is ĐoŵŵoŶlǇ aƌgued that ďusiŶess sĐhools laĐk legitiŵaĐǇ͛ ;Thoŵas aŶd 
Cornuel, 2012b: 444). 
 
From a holistic standpoint, Khurana (Bloomberg Businessweek, 2009) advises: 
͚[ǁ]e Ŷeed to look at the totalitǇ of the sǇsteŵ of eŵploǇeƌs, studeŶts, faĐultǇ, 
curriculum, faculty-promotion criteria, rankings as a whole and think about how 
ǁe get sǇsteŵ ĐhaŶge if ǁe ǁaŶt pƌofouŶd iŵpƌoǀeŵeŶt.͛ Nooƌda ;ϮϬϭϮͿ 
emphasizes the institutional positioning of business schools within universities, 
arguing for greater autonomy to enable differentiation. Mintzberg (2009) offers a 
solutioŶ at the iŶdiǀidual leǀel: ͚As “taŶfoƌd UŶiǀeƌsitǇ eŵeƌitus pƌofessoƌ Jaŵes 
G. March put it: ͞Leadership involves plumbing as well as poetry.͟ Instead of 
distinguishing leaders from managers, we should encourage all managers to be 
leaders. And we should define ͞leadership͟ as ŵaŶageŵeŶt pƌaĐtiĐed ǁell.͛ JaiŶ 
aŶd GolosiŶksi ;ϮϬϬϵ: ϭϬϱͿ ǁaƌŶ that ͚[Đ]eƌtaiŶlǇ ďusiŶess sĐhools ŵust ĐoŶtiŶue 
justifying their existence in ways that add value for their stakeholders, lest these 
iŶstitutioŶs ƌisk tuŵďliŶg iŶto iƌƌeleǀaŶĐe.͛ 
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The European Foundation for Management Education has produced the magazine 
Global Focus since 2007. To provide an overview of changing preoccupations in 
the sector, Figure 6 highlights the key themes covered in this practitioner 
publication for business schools and corporate universities. Articles on leadership 
appear to be the most common focus, with a regular concern for the MBA 
curriculum, globalisation, and corporate learning. There has also been a particular 
interest in management education in China, discussions about whether business 
schools are to blame for the financial crisis, and the future of business schools. 
Issues relating to research, doctoral programmes, and sustainability also feature in 
this business school industry publication. Other concerns include programme 
quality, the role of business schools in society, culture and teaching. Commentary 
by deans of leading business schools, e.g. Cambridge, IESE, IMD, INSEAD, London 
Business School, Stanford, are also featured. Only three articles have been 
included on the roles of university-based business school deans (Davies, 2008; 
Davies and Thomas, 2010; Davies and Laing, 2011). Appendix 2 further 
summarises articles on business schools in eight peer reviewed academic journals 
which indicate similar preoccupations. 
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Figure 5: Frequency of topics in Global Focus articles, 2007–2012 
 
5. Global developments in the business school industry 
The aim of this next background section is to contextualize the business school 
deanship with a historical overview of how the business school industry has 
evolved. These insights can be linked to the empirical data. The first part reviews 
the development of the US model of business and management education. The 
second section compares this with Europe and other parts of the world to provide 
an external framework for the main debates on business and management 
education and research. Third, we concentrate on the phenomenal growth in 
British business schools since the second half of the 20th century and its maturity 
as an industry sector. Despite the position of UK business schools as relative 
newcomers within higher education globally, there has been considerable 
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expansion since the 1960s. Finally, this section reflects briefly on future prospects 
for business schools. 
5.1 Historical developments and debates in North America  
In the USA, business and management education had a much earlier start than in 
the UK. It has been a remarkable success in terms of revenue generation and 
accreditation (Zammuto, 2008). Wharton School, which was founded in 1881 at 
the University of Pennsylvania, is considered to be the first collegiate business 
school. Tuck School of Business at Dartmouth College was established in 1900 and 
Haƌǀaƌd͛s ͚deliĐate eǆpeƌiŵeŶt͛ ;Cruikshank, 1987) created Harvard Business 
School in 1908 with a focus on case studies. The Association to Advance Collegiate 
Schools of Business (AACSB International) began in 1916 and it accredited business 
schools worldwide from 1919. The Academy of Management was formed in the 
USA in 1936.  
 
There have been several influential reports on the value of business and 
management education in the USA. The Ford and Carnegie Foundations heavily 
criticised business and management education nationally. The Ford Foundation 
Report (Gordon and Howell, 1959) had a major impact on the quality of faculty 
credentials, student, curriculum and research. It recommended that business 
schools ͚Ŷeed to ŵoǀe iŶ the diƌeĐtioŶ of a ďƌoadeƌ aŶd ŵoƌe ƌigoƌous educational 
program, with higher standards of admission and student performance, with 
better informed and more scholarly faculties that are capable of carrying on more 
sigŶifiĐaŶt ƌeseaƌĐh͛ ;ibid: 425). The Ford Foundation Report resulted in business 
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schools teaching ethics, focusing more on theory and analysis, reducing the 
number of case studies, and improving regulation. The Carnegie Foundation 
Report (Pierson, 1959) complained of a lack of rigour in US business schools and 
resulted in significant improvements in undergraduate business and management 
education. Thirty years later, the Porter McKibbin Report, commissioned by 
AACSB, called for: change and innovation; strategic planning by business schools 
and clear mission statements; a curriculum with breadth, an external, 
international and social focus; quality standards for faculty development and 
through accreditations, lifelong learning. Porter and McKibbin (1988: 317) made 
recommendations ͚foƌ ďusiŶess sĐhools to tuƌŶ foƌ eŶƌiĐhŵeŶt to ǀiƌtuallǇ all 
seĐtoƌs of the uŶiǀeƌsitǇ͛ aŶd the Đoƌpoƌate ĐoŵŵuŶitǇ.  
Other important commentators on business and management education in the 
USA include the Nobel Memorial Prize winner in Economic Sciences Herbert Simon, 
who noted the practice–theory gap. Simon (1967: 16) observed that: ͚Organizing a 
professional school...is very much like mixing oil with water...Left to themselves, 
the oil and water will separate again. So also will the disciplines and the 
professions. Organizing, in these situations, is not a once-and-for-all activity. It is a 
continuing adŵiŶistƌatiǀe ƌespoŶsiďilitǇ.͛  
Subsequently, in the 21st century, at the tiŵe of EŶƌoŶ͛s Đollapse iŶ ϮϬϬϰ, 
Mintzberg (2004) was seriously questioning the value of pre-experience, highly 
quantitative, formulaic and self-serving American MBA programmes. Ghoshal 
;ϮϬϬϱ: ϳϱͿ suggested that ͚we—as business school faculty—need to own up to our 
own role in creating Enrons. Our theories and ideas have done much to strengthen 
the management practices that we are all now so loudly condemning.͛ Moreover, 
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Khurana (2007) lamented the ͚uŶfulfilled pƌoŵise of ŵaŶageŵeŶt as a pƌofessioŶ.͛ 
He ǁƌote that ͚[t]he logiĐ of pƌofessioŶalisŵ that uŶdeƌlaǇ the uŶiǀeƌsitǇ-based 
business schools in its formative phase was replaced first by a managerialist logic 
that emphasized professional knowledge rather than professional ideas, and 
ultimately by a market logic that, taken to its conclusion, subverts the logic of 
pƌofessioŶalisŵ altogetheƌ͛ ;iďid: ϳͿ. IŶ theiƌ ƌeǀieǁ of the ƌeŵaƌkaďle post World 
War Two growth in business and management education in the USA, Augier and 
March (2011: 276) recommended that business schools in future should ͚veer 
away from dominance by economists͛ to become more ethical and professional.  
So, how do business school deans make sense of this barrage of criticism to 
determine what to do strategically on a daily basis? At a practical level in terms of 
iŶǀestigatiŶg deaŶs͛ aĐtiǀities iŶ this thesis, Figuƌe 7 provides a model of the 
generic types of activities that different models of business schools engage in 
(Ivory et al, 2006: 16). The dimensions suggest that some business schools focus 
on undergraduate teaching, graduate schools may concentrate on research, while 
others adopt a social science, liberal arts, or knowledge economy orientation or 
concern themselves with training for professional  bodies, e.g. accountants, 
huŵaŶ ƌesouƌĐe pƌofessioŶals. It is ǀital that deaŶs deteƌŵiŶe the sĐhool͛s ideŶtitǇ 
and purpose if strategic drift is to be avoided. 
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Figure 6: Orientations of activities in business schools 
(Ivory et al, 2006: 16) 
5.2 British business schools 
The section that follows shifts the focus to the UK, where business schools have 
experienced phenomenal growth since the mid-1960s. One in seven students and 
25% of overseas students in the UK are currently studying business and 
management (ABS, 2012). The origins of university-based business and 
management education in the UK began with the establishment of professional 
associations in the 19th century and independent formal management education 
became more developed after the Second World War, with the need for greater 
production and competition (Williams, 2010). BiƌŵiŶghaŵ UŶiǀeƌsitǇ͛s School of 
CoŵŵeƌĐe ;Ŷoǁ BiƌŵiŶghaŵ BusiŶess “ĐhoolͿ Đlaiŵs to ďe EŶglaŶd͛s oldest 
business school, founded in 1902. Following the Franks Report (1963), London 
Business School (LBS) was founded in 1964 as the London Graduate School of 
Business (its MBA was ranked number three in 2013 in the Financial Times 
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European Business Schools ranking). Manchester Business School was established 
at the same time. Appendix 3 provides an overview of when key UK business 
schools were established. 
 
Most non-private business schools/schools of management in the UK are 
university-based, with exceptions such as Ashridge. London Business School is 
highly autonomous. Many UK business schools are full service, offering a range of 
undergraduate, postgraduate, executive, and doctoral programmes. LBS and 
Cranfield do not offer undergraduate programmes. Cambridge Judge and Saïd 
Business Schools focus predominantly on postgraduate study. Figure 8 shows that 
in 2012 the UK had the highest number (16 compared with 12 in France) of triple 
accredited (AACSB, AMBA, EQUIS) business schools in the world (Ashridge 
Business School, Aston Business School, Bradford University School of 
Management, Cass Business School, Cranfield School of Management, Durham 
Business School, ESCP Europe London, Henley Business School, Imperial College 
Business School, Lancaster University Management School, London Business 
School, Manchester Business School, Open University Business School, University 
of Sheffield Management School, Strathclyde Business School, Warwick Business 
School). This suggests that British business and management education represents 
a mature industry. 
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Figure 7: Triple accredited business schools globally in March 2012 
 
6. Overview of UK business and management education  
 
6.1 Introduction 
All UK universities offer business and management programmes. Since 1980, 
government funding for undergraduate teaching has declined, teaching class sizes 
have grown, and student contact time has been reduced. Challenges facing UK 
business schools include drastic reductions in MBA enrolments, reductions in UK 
students registering for part-time study, and a rise in specialist Masteƌ͛s 
programmes. Many UK business schools have suffered financially because of the 
UK Border AgeŶĐǇ͛s immigration policy restricting student visas. There is a strong 
culture of accountability and audit despite significant reductions in state funding 
and devolved governance outside England. The Research Excellence Framework is 
an overwhelming preoccupation in most research-led business schools. Yet 
businesses face pressing social challenges that business schools are failing to 
Source: http://en.wikipedia.org/wiki/Triple_accreditation 
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address adequately. These include, for example, the six challenges for 
multidisciplinary research that the UK Research Councils (n.d.) prioritise: the 
digital economy; energy; global food security; global uncertainties, security for all 
in a changing world; living with environmental change; lifelong health and 
wellbeing.  
6.2 A historical view of the UK’s higher education landscape 
This section provides an overview of UK higher education. Despite their 
phenomenal success, UK business schools are relative newcomers, especially in 
the oldest universities. The development of universities in the UK is delineated by 
five major periods with varying levels of funding, impact, and access. These 
include: (i) the founding of ancient, self-governing universities from the 12th 
century, that initially focused on classical scholarship for undergraduates (Halsey, 
1992); (ii) the establishment of red brick institutions before the First World War 
followed by (iii) a second wave of civics; (iv) the creation following the 1963 
Robbins Report of plate glass universities; and (v) from 1992 the conversion of 
polytechnics to new universities. The University of Oxford was founded before 
1167, followed by Cambridge, St Andrews, Glasgow, Aberdeen and Edinburgh, 
known as the ancients. In the 19th century various other universities were formed 
iŶĐludiŶg Duƌhaŵ, the UŶiǀeƌsitǇ of LoŶdoŶ, QueeŶ͛s Belfast, AďeƌǇstǁǇth, ‘oǇal 
Holloway, Cardiff, Bangor, Queen Mary University of London, and the London 
School of Economics and Political Science. The red brick civic universities emerged 
before the First World War, for example Birmingham, Bristol, Leeds, Liverpool, 
Manchester, and Sheffield. Subsequently, a second wave of civic universities was 
established: Swansea, Reading, Nottingham, Southampton, Hull, Exeter and 
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Leicester. The Robbins Report (1963) recommended immediate expansion and 
Colleges of Advanced Technology were renamed as universities. This led in the 
1960s to the doubling of UK universities from 20 to 43, with plate glass universities 
including the seven sisters, campus universities (East Anglia, Essex, Kent, 
Lancaster, Sussex, York), of which Warwick University was one. The Open 
University opened in 1969 and Buckingham was established in 1976 as a private 
university. The Further and Higher Education Act 1992 resulted in the removal of 
the binary divide and the creation from former polytechnics of the so-called new 
or post 1992 universities. In 2014, Universities UK has 134 members. 
 
In terms of funding, initially universities were mainly private, operating on fees 
and endowments, and relatively autonomous from the government. In 1919, the 
Universities Grant Council (UGC) was established to distribute government funds 
(Shattock, 1994). After the Second World War and until the middle of the 1960s, 
government funding for universities increased and the UGC gained greater 
authority. Polytechnics were accountable to Local Education Authority Boards and 
they were more managerialist than universities. They had less autonomy, adopted 
an applied industry focus but earned far less research income than universities. 
The Robbins Report (1963) introduced massification of higher education to 
eŶhaŶĐe the UK͛s iŶtelleĐtual Đapital. Its stated ǁideŶiŶg paƌtiĐipatioŶ iŶteŶtioŶ 
ǁas ͚that Đouƌses of higheƌ eduĐatioŶ should be available for all those who are 
Ƌualified ďǇ aďilitǇ aŶd attaiŶŵeŶt to puƌsue theŵ aŶd ǁho ǁish to do so.͛  
Subsequently, the Jarratt Report (1985) introduced the notion of the student as 
customer, and performance indicators for academics with the abolition of tenure. 
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It advocated the need for dedicated managers and there was an inevitable 
increase in managerialism. The 1988 Educational Reform Act replaced the UGC 
(University Grants Committee) with the University Funding Council (UFC). There 
was a new funding body for polytechnics and greater marketisation.  
Clearly, the dissolution of the binary divide was a significant juncture in the history 
of UK higher education. The Higher Education Funding Council (HEFC) was created 
and the Research Assessment Exercise (RAE) of 1992 was introduced to fund 
research excellence competitively. This period marked an audit culture and a 
concern with university governance and formal performance appraisals. It 
included Teaching Quality Audits conducted by the QAA regulatory body, capping 
of student numbers, annual league tables, greater public scrutiny, and a decline in 
government funding per student. In response, universities had to diversify their 
sources of income and portfolios. While the late 1960s and 1970s had been a 
period of significant expansion and change, the Thatcher government͛s policy in 
the 1980s represented a sharp shock to the higher education sector. 
Subsequently, the 1997 Dearing Report represented another major watershed 
with a shift from full government undergraduate tuition grants to a mixed system 
of grants and tuition fees of £1,000 pa with student loans. Dearing also 
recommended that teaching staff receive some training in teaching. In 2004, the 
UK government increased the maximum tuition fee charge to £3,000 pa and in 
2010/11 this was increased to £3,290 pa. The proposals in the white paper 
Students at the Heart of the System (BIS, 2011a) focused on reforming funding; 
delivering a better student experience; enabling universities to increase social 
mobility; and reducing regulation and removing barriers for new providers. 
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Although the Browne Review͛s (2010) recommendation to remove the cap on 
tuition fees was rejected, in England from 2012/13 annual undergraduate tuition 
fees rose to a maximum of £9,000 pa, with different arrangements in the devolved 
nations. The National Student Survey (NSS) for all final year undergraduate 
students was introduced in 2005 and universities were required to produce Key 
Information Sets (KIS) for students from 2012. The Research Excellence 
Framework 2014 for the first time introduced the requirement to demonstrate 
impact of research (weighted as 20%), which it is assumed business schools should 
be able to evidence clearly. Research Councils UK (RCUK, 2011: 1) defines 
excellent research with impact in broad terms as 'the demonstrable contribution 
that excellent research makes to society and the economy.' 
It can be seen, therefore, that the national higher education landscape from which 
UK business schools emerged during the 1960s has on the one hand been a tale of 
the decline of donnish dominion (Halsey, 1992), falling morale (Watson, 2009), 
increasing managerialism (Deem et al, 2009), and marketisation (Molesworth et al, 
2010). On the other hand, British universities experienced great success in terms 
of reputational measures. According to the 2011 Times Higher Education World 
Rankings, the UK was second only to the USA for the number of top 100 
universities in the world. The UK had one in seven of the ǁoƌld͛s top ϮϬϬ 
uŶiǀeƌsities The UK͛s higheƌ eduĐatioŶ sǇsteŵ ƌepƌeseŶts ϴ.ϰ% of total seƌvice 
exports (Killingley, 2012). Non-EU student fee income exceeded £2.5 billion in 
2010. UK ďusiŶess sĐhools ƌepƌeseŶt a sigŶifiĐaŶt ĐoŵpoŶeŶt of the UK͛s higher 
education industry and they are a key support for local economies (Cooke and 
Galt, 2010). In 2013, perceived threats included visa restrictions, technology and 
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online courses, graduate employability, the leadership pipeline, internal cross-
subsidies to the university, quality of students, faculty and facilities, and intense 
transnational competition. 
7. The policy context for UK management education since 1945 
Section seven focuses on the evolution of British business and management 
education over 70 years. It notes concerns which persist about the delivery of 
business and management education. A series of reports has influenced the 
trajectory of management development and qualifications in the UK. Post Second 
World War initiatives included the 1945 Baillieu Report which led to the formation 
of the British Institute of Management. The Diploma in Management Studies 
(DMS) was an outcome of the Urwick Report (1947). Subsequently, new 
independent management colleges were established such as the Administrative 
Staff College at Henley-on-Thames in 1945 and Ashridge in 1959. 
The 1960s were a significant period of industry–government partnership in 
funding the development of UK business and management education. In 1960, the 
Foundation for Management Education (FME) was set up by a group of interested 
individuals, parliamentarians, industrialists, chair of the UGC and the principal of 
the Administrative Staff College, who met in the House of Commons regularly to 
disĐuss iŵpƌoǀiŶg the ŶatioŶ͛s competitiveness through university-based 
management courses (Nind, 1985). One of the most significant commissions in 
Britain that boosted the development of UK business schools was the Robbins 
Report (1963) that called for the establishment of two leading postgraduate 
business schools. Lord Franks (1963) recommended two new business schools in 
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major conurbations within universities that allowed some autonomy. This resulted 
in the formation of London Business School and Manchester Business School that 
accepted theiƌ fiƌst iŶtake of Masteƌ͛s studeŶts iŶ ϭϵϲϱ aŶd ϭϵϲϲ ƌespeĐtiǀelǇ. The 
FME was a crucial player and administered an £8m campaign for university 
management education jointly funded by the private and public sectors. In terms 
of the management curriculum, the Crick Report (1964) recommended degree 
level qualifications that developed skills in enterprise and critical judgment and 
the provision of sandwich courses with time spent in industry. The Journal of 
Management Studies was launched in 1964, the Platt Report (1968) advocated the 
development of regional management centres, and the journal Long Range 
Planning began in 1968. 
In the 1970s, the importance of capacity building to support the growth of 
management education was highlighted. The National Economic Development 
Council (NEDC) proposed the establishment of at least one British Harvard 
Business School or MIT Sloan equivalent which never quite materialised. This Rose 
Report (1970) also acknowledged the shortage of faculty and need for 300 new 
teachers in management, which resulted in FME sponsoring fellows to achieve 
doctorates and attend courses in business schools outside the UK. Mant (1970) 
raised questions about who were the consumers of management education. What 
is now called Emerald Group Publishing was started in 1970 to publish journals on 
management subjects. At this time, Owen (1971) questioned the quality of 
teachers and outputs from business schools. In response to the need identified to 
strengthen support for business and management education, the Council of 
University Management Schools (CUMS) was launched in 1971 to encourage 
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informal networking amongst university deans who provided management 
education. Then in 1972, FME initiated the ECCH case clearing house at Cranfield 
University. As a consequence of the 1978 Foy Report, conferences and seminars 
for individuals from academia and industry were also encouraged.  
Following the 1963 Robbins Report, there was a rapid expansion in higher 
education, however, ThatĐheƌ͛s puďliĐ seĐtoƌ Đuts iŶ the ϭϵϴϬs ĐhaŶged the 
landscape significantly. Initiatives in the 1980s included AMBA accreditation in 
ϭϵϴϯ. Keŵpeƌ͛s (1983) paper in the Journal of General Management opened up 
discussions on management education in five countries. Charles Handy (who had 
experienced US business schools) and Derek Pugh from London Business School 
designed the effective manager course for the new Open University Business 
School in 1983. Subsequently, the 1984 Jarratt Report produced efficiency studies 
iŶ uŶiǀeƌsities aŶd led to Gƌiffiths aŶd MuƌƌaǇ͛s ;ϭϵϴϱͿ pƌoposal that Bƌitish 
business schools should be privatised (a call Shackleton repeated in 2012); 
however, this was rejected. Furthermore, the British Academy of Management 
(BAM) was established in 1986, the same year as the Council for Industry and 
Higher Education (CIHE, rebranded in 2013 as the National Centre for Universities 
and Business, NCUB). In 1987, the Constable McCormick report entitled The 
Making of British Managers highlighted the risks of universities treating business 
schools as cash cows (a persistent complaint by deans today, e.g. Matthews, 2011) 
and supported gƌeateƌ fiŶaŶĐial autoŶoŵǇ. It ƌeĐogŶised that BƌitaiŶ͛s ŵaŶageƌs 
received fewer training and development opportunities compared with 
competitors in other leading industrialised economies. The report advocated the 
need for more effective managers and the supply of management education for 
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economic growth. The Handy Report (Handy et al, 1987) was highly critical and 
prompted the British government to allow any university to offer an MBA. In 1987, 
the Association of Management and Business Education (AMBE) was formed to 
represent business and management activities in polytechnics and colleges.  
On a positive note, the 1989 RAE recognised business and management research 
as a distinct unit of assessment, with UMIST and Warwick performing particularly 
well and thereby gaining legitimacy for a relatively new discipline. As Chairman of 
CUMS, George Bain actively promoted and defended the business school sector. 
He ensured that in 1988/89 CUMS became a limited company and charity with a 
part-time employee. CUMS contributed to the Constable McCormick and Handy 
Reports, the UGC RAE discussions, a House of Lords debate on management 
education and engaged with government departments and research councils. As a 
consequence, there was greater representation of business school members on 
key committees, especially research councils, where the success of management 
research grant applications were poor compared with economics and other social 
science subjects. 
The 1990s saw the increasing professionalisation of business schools. In 1990, the 
British Journal of Management was initiated. CUMS and AMBE merged to form the 
Association of Business Schools (ABS) in 1992. George Bain was instrumental in 
drawing attention to raising standards in management research through the Bain 
CoŵŵissioŶ. He Ŷoted iŶ the stateŵeŶts of eǀideŶĐe that ͚[Đ]oŶĐeƌŶ has ďeeŶ 
expressed for some time about the quality of much management research, about 
the arrangements for funding, and about the need to strengthen the research 
Đultuƌe iŶ ďusiŶess sĐhools aŶd depaƌtŵeŶts iŶ the UŶited KiŶgdoŵ͛ ;BaiŶ, ϭϵϵϯaͿ. 
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Moƌeoǀeƌ, BaiŶ ƌeĐoŵŵeŶded that ͚[t[he distiŶĐtiǀe contribution of management 
research should be, in the long run, improved productivity leading to increased 
ƌeal ŶatioŶal ǁealth aŶd pƌoǀisioŶ of fuŶds foƌ uƌgeŶt soĐial issues͛ ;BaiŶ, ϭϵϵϯď: 
ϳͿ ďǇ iŵpƌoǀiŶg ŵaŶageƌs͛ uŶdeƌstaŶdiŶg aŶd pƌaĐtiĐe. IŶ the fiŶal report, Bain 
;ϭϵϵϰ: ϱͿ ĐoŶĐluded that ͚[ŵ]aŶageŵeŶt ƌeseaƌĐh still does Ŷot ŵake eŶough 
impact on users and thus on management practice. But its capacity to do so is not 
iŶ douďt.͛ IŶ ƌeǀieǁiŶg the BaiŶ ĐoŵŵissioŶ doĐuŵeŶts, McLaughlin and Thorpe 
(1993: ϮϭͿ aƌgued that ͚ŵaŶageŵeŶt aŶd ŵaŶageŵeŶt ƌeseaƌĐh is iŵpoǀeƌished͛ 
aŶd that the ĐoŵŵissioŶ ŵissed aŶ oppoƌtuŶitǇ to eŶhaŶĐe the ƌole of the UK͛s 
research on management.  
Another significant milestone for UK business schools was the creation in Brussels 
of EQUAL, the European Quality Improvement System, to support EQUIS 
accreditation of business schools from 1996. In the UK, after the Dearing Report 
(1997), undergraduate tuition fees were introduced. At this time, Tranfield and 
“taƌkeǇ ;ϭϵϵϴͿ stiŵulated disĐussioŶs aďout goǀeƌŶŵeŶt poliĐǇ aŶd ͚the Ŷatuƌe, 
soĐial oƌgaŶizatioŶ aŶd pƌoŵotioŶ of ŵaŶageŵeŶt ƌeseaƌĐh.͛ 
In this historical overview, we note developments in the 21st century as UK 
business and management schools matured. The Cleaver Report (2002) 
recommended improving demand and supply for management and leadership 
development and the need to link the two. In 2001, the Association of Business 
Schools launched capacity building cohort development programmes for (aspiring) 
deans of business schools and in 2004 a joint programme was initiated with BAM 
for directors of research. Importantly, the Advanced Institute of Management 
Research (AIM) was formed in October 2002 (until 2011), funded by ESRC and 
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EPSRC, to eŶhaŶĐe the UK͛s iŶteƌŶatioŶal status by raising the standard of 
management research. This was followed soon afterwards by Laŵďeƌt͛s ;ϮϬϬϯͿ 
Review of Business-University Collaboration, which provided a boost in 
goǀeƌŶŵeŶt fuŶdiŶg foƌ uŶiǀeƌsities͛ eŶgageŵeŶt ǁith iŶdustƌǇ. The ͚Ŷeǁ͛ 
Manchester Business School was formed in 2004 following local mergers and the 
closure of UMSIT. In 2005, HEFCE͛s National Student Survey administered by MORI 
for all final year degree students was launched except in Scotland. This highlighted 
dissatisfaction, particularly with large class sizes and problems with how the speed 
at which business schools provided assessment feedback. The Higher Education 
Academy (HEA) supported the Business, Management, Accountancy and Finance 
(BMAF) subject centre for teaching from 2006 until 2011. At this time, the Leitch 
Report (2006) Prosperity for all in the Global Economy – World Class Skills 
eŵphasized the iŵpoƌtaŶĐe of lifeloŶg skills deǀelopŵeŶt foƌ the UK͛s eĐoŶoŵǇ. 
The AB“/EFMD IŶteƌŶatioŶal DeaŶs͛ Pƌogƌaŵŵe ďegaŶ iŶ ϮϬϬϳ. The Gƌaduate 
Management Admission Council (GMAC), which owns the Graduate Management 
Admission Test (GMAT), opened its offices in London in 2007. Henley Business 
School merged with Reading University in 2008 following difficulties in Henley 
operating as an independent business school and the decline in MBA student 
registrations.  
As a result of the Warry Report (2006) on the economic impact of research, the 
new rules for impact case studies and publications for REF 2014 overshadowed 
many strategies for business schools where deans were seeking to enhance 
research reputations. The rise in capped tuition fees for undergraduates in 
England from 2012/13 represented a watershed amidst concerns about unhelpful 
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border agency regulations on visas for students and faculty. It resulted in 
universities becoming more reliant on business schools as income generators 
offering popular subjects with high overseas student numbers. The Association of 
Business Schools launched an innovation task force (Thorpe and Rawlinson, 2013) 
in response to the BIS Innovation and Research Strategy for Growth Report (BIS, 
2011b). The Wilson Review (2012) of business–university collaboration, which 
suggested a need for business and management education to feature more visibly 
in public debates, scarcely mentioned business schools. At the same time, 
HeseltiŶe͛s ;ϮϬϭϮͿ ƌeǀieǁ of UK gƌoǁth aŶd ĐoŵpetitiǀeŶess led to a pilot studǇ oŶ 
the role of Local Enterprise Partnerships to boost city regions, an activity for which 
UK business schools are well placed. BIS also convened a business school MSB task 
force ;ϮϬϭϮͿ oŶ UK ďusiŶess sĐhools͛ ĐollaďoƌatioŶ ǁith ŵid-sized businesses. A 
shock development for business schools was the FT͛s deĐisioŶ iŶ ϮϬϭϭ to oŵit 
AMBA accreditation in its MBA rankings criteria. 
Following the 2008 financial crisis, not only in the UK but worldwide, associations 
of business schools have been concerned about the future of business and 
management education and the roles of business schools in society. In 2011, the 
Australian Business Deans Council launched its future of management education 
project. In 2012 EFMD held a symposium in Berlin on ͚The Future of Management 
Education͛ to discuss its draft manifesto, with discussions at its 2013 annual 
conference for deans on future paths for management education. AAC“B͛s Blue 
Ribbon Committee on Accreditation Quality produced new standards in spring 
2013 to incorporate recommendations from its task forces on the impact of 
research (2008) and on innovation (2010). Most recently, the Whitty review (2013) 
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has highlighted the importance of business schools in supporting SMEs (small and 
medium-sized enterprises). As a result, ABS launched a small business charter 
scheme.  
8. An overview of Warwick Business School  
The purpose of this section in Chapter four is to explain the research setting for 
the second dataset. Developments in the business school industry, institutional 
changes at Warwick University and WBS, and the government policy context are 
considered. It reviews the rationale for the choice of Warwick Business School as 
the main institutional case study in this thesis. Secondly, it provides an 
understanding of where WBS is located in time and strategic space. Thirdly, this 
part highlights stages in the development of WBS during tenures of successive 
chairmen/deans: from its foundations through to institution building, 
consolidation, strategic drift, strategic renewal, acting deanships, and intensified 
performance management in the 21st century. Finally, reflections are offered on 
strategic choices and key players and incidents as WBS has evolved. Appendix 4 
provides an overview of developments internally and externally during the 
formation of WBS. 
Following the pilot study with the first dataset of a dozen deans, Warwick Business 
School was chosen to collect insights for a second dataset in this thesis to yield in-
depth views of successive deans. An understanding of the main features of WBS 
and critical incidents during successive busiŶess sĐhool deaŶs͛ appoiŶtŵeŶts help 
to contextualise the strategic roles and practices of the deans interviewed in the 
second phase of the data collection for this thesis. Warwick Business School is a 
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research-intensive department within the Faculty of Social Studies at Warwick 
University rather than a faculty in its own right. It was first founded as the School 
of Industrial and Business Studies (SIBS) in 1967, two years after the University of 
Warwick itself was established. It took its current name in 1987. WBS is the largest 
department in the multi-faculty university located on a semi-rural campus on the 
boundary between the City of Coventry and the County of Warwickshire in the 
English West Midlands. This particular research site was selected for the following 
key reasons (also highlighted in Chapter five, Table 9): 
(1) WBS is a leading European institution with a strong reputation in the business 
school sector and based in a well-ranked, multi-faculty university. In the 
Times Higher Education 100 Under 50 rankings of universities in the world 
that are less than 50 years old in 2013, Warwick University was rated number 
13, second in the UK. 
 
(2) WBS is excellent without being élite and so other deans may consider there 
are lessons to be learned from WBS. It is a recognisable type with a research 
intensive and social science profile (Ivory et al, 2006: 16). As Appendix 5 
shows, during the period 1984–2010 in the UK, WBS was ranked in the top six 
business schools for undergraduate programmes, top 45 for teaching/MBA 
programmes, and top 10 in research. In the FT Global MBA Ranking 2014, 
WBS is ranked number 25. 
 
(3) WBS is a full-service, university-based business school and therefore 
representative within the UK. This makes it accessible and familiar to readers 
from the sector and it is more likely to resonate with their experiences than a 
standalone business school. 
 
(4) WBS was founded in the 1960s soon after major investment in UK business 
schools began. It has not attracted substantial philanthropic endowments 
and it is not located in a major capital city, which means that some of its 
achievements may seem possible to emulate. It did receive some FME 
funding before 1984. WBS has a recognisable educational model and so other 
business schools can reasonably benchmark their own accomplishments 
against it. 
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(5) DeaŶs at WB“ haǀe ďeeŶ highlǇ iŶflueŶtial iŶ shapiŶg the UK͛s ďusiŶess sĐhool 
sector. For example, the Bain Commission (1994) on management research, 
three Warwick deans have been chairs of the Association of Business Schools 
(or its predecessor CUMS, e.g. Bain, Wensley, Thomas). Several WBS deans 
have been very active in the British Academy of Management (e.g. former 
Deputy and Acting Dean David Wilson was president of BAM). Indeed, the 
first British Academy of Management conference was hosted by WBS in 1987. 
Other notable contributions to the business school world include Howard 
Thoŵas͛s ƌoles as PƌesideŶt of AAC“B, DeaŶ of Felloǁs of the “tƌategiĐ 
Management Society, and honorary life member of EFMD. Another WBS 
dean, Robin Wensley, was Chair of the Tavistock Institute of Human Relations 
and became Director of the Advanced Institute of Management Research, an 
important national body funded by the ESRC and EPSRC. Several WBS deans 
have been editors of influential acadmic journals, e.g. Robert Dyson, Robert 
Galliers. In the BAM 25th anniversary issue of the British Journal of 
Management in 2011, over half of the 20 submissions included current and 
former WBS faculty members. The editors of this special issue who were both 
WBS faculty and have experiences of being deans Wilson and McKiernan 
;ϮϬϭϭ: ϰϱϳͿ ǁaƌŶed that ͚ďusiŶess sĐhools haǀe ƌeached a plateau in their 
eǆtƌaoƌdiŶaƌǇ gƌoǁth tƌajeĐtoƌǇ aŶd ŵaǇ ďe iŶ daŶgeƌ of iŵpeŶdiŶg deĐliŶe.͛ 
 
(6) Warwick Business School is well-known in the sector and many of its former 
faculty have become deans in other business schools such as Aston, Bath, 
Bedfoƌdshiƌe, BiƌkďeĐk, BiƌŵiŶghaŵ, Keele, KeŶt, KiŶg͛s College LoŶdoŶ, 
Leicester, London Business School, Loughborough, Murdoch in Australia, 
Oxford, Royal Holloway University of London, Singapore Management 
University, St. Andrews, and Sussex. This suggests that facets of academic 
leadership practised at WBS have been applied more widely in the business 
school diaspora. 
 
(7) This study has drawn on insights from several publications that have 
documented developments at Warwick University. For example, Thompson 
(1970) berated its commercial focus and student radicalisation but his 
ĐoŶĐeƌŶs deŵoŶstƌated WaƌǁiĐk͛s eŶduƌiŶg eŶgageŵeŶt ǁith iŶdustƌǇ. 
Shattock (1991) provided a pictorial historical review that showed how the 
university evolved from a green field site. Clark (1998) described the 
͚WaƌǁiĐk ǁaǇ͛ iŶ his ďook oŶ eŶtƌepƌeŶeuƌial EuƌopeaŶ uŶiǀeƌsities aŶd this 
mind set has proved valuable in times of government funding cuts and 
austerity. In her doctoral thesis at Warwick Business School, Jarzabkowski 
(2000) investigated top team strategizing centrally at Warwick University, LSE 
and Oxford Brookes University. Parker (2014) based his observations on WBS. 
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The rise of Warwick Business School as a leading research-led European business 
school has been remarkable given that it was only founded in 1967 on a green 
field site without the financial endowments of Oxbridge or without being singled 
out for special financial support in the Franks (1963) Report. The University Grants 
Committee (UGC) founded the Universities of East Anglia, Essex, Kent, Lancaster, 
Sussex, and York at the same time as Warwick to be solid undergraduate teaching 
institutions. Warwick University benefited from a pioneering philosophy at the 
outset with a strong commitment to research excellence. The UniǀeƌsitǇ͛s 
founding vice-chancellor, Lord Butterworth (1965–1985), emphasised 
interdisciplinary collaboration with strong industry–university links and a bold 
entrepreneurial orientation. The University hired faculty who had a fresh approach 
to the development of disciplines and interdisciplinarity within a culture of 
academic excellence and relevance. Lord Rootes, chair of a local car company in 
Coventry, was a strong supporter of the University as it was established in 
EŶglaŶd͛s ŵaŶufacturing heartlands. Butterworth firmly established Warwick as a 
leading business facing institution. This philosophy has persisted despite the 
deĐliŶe iŶ the UK͛s ŵaŶufaĐtuƌiŶg ďase. Unlike in many research-intensive 
universities (notably Cambridge, Oxford, UCL), WBS was created soon after the 
University, indeed before the Warwick Manufacturing Group, WMG, (established 
in 1980) and the medical school (created in 2000). This may account for its relative 
autonomy within its parent institution. The strategic decision to create a business 
school in a research-intensive university demonstrated a commitment to business 
and management education since the origins of Warwick University. Importantly, 
the Department of Economics has gained an excellent reputation alongside the 
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Business School. Since its foundation, the hallmark of Warwick University has been 
its ͚dǇŶaŵisŵ, ƋualitǇ aŶd eŶtƌepƌeŶeuƌial zeal͛ (Tony Blair, 2000). Although 
Thompson (1970) vehemently protested against the commercialisation of the 
academy at Warwick University because of its closeness to industry, this bold 
orientation was rewarded in the 1980s when alternative sources of funding 
ďeǇoŶd goǀeƌŶŵeŶt gƌaŶts ďeĐaŵe esseŶtial. IŶ ƌespoŶse to ThatĐheƌ͛s ϭϬ% Đuts 
from 1981/2 to 1983/4, Warwick UniǀeƌsitǇ͛s legeŶdaƌǇ ‘egistƌaƌ Mike “hattoĐk 
iŶstituted the EaƌŶed IŶĐoŵe Gƌoup aŶd a ͚saǀe half, ŵake half poliĐǇ͛ ;Claƌk, 
1998: 16) to ensure a plurality of funding, for example through conference centres 
and a science park. 
WBS represents a strong business school in a strong university. In the 2008 RAE, 
the University of Warwick was ranked seventh in the UK amongst multi-faculty 
institutions. It is a member of the Russell Group of leading research universities 
with medical schools. By 2013, Warwick University has become a highly selective 
and popular university, well respected for research and teaching excellence. The 
2013 Complete University Ranking listed Warwick University sixth, The Guardian 
ranked the University fifth and The Sunday Times placed it tenth in the UK. The 
chancellor, Sir Richard Lambert, illustrates elements of the entrepreneurial 
Warwick Way in his own career as a former director-general of the Confederation 
of British Industry, editor of the FT, and author of the 2003 Lambert Review of 
Business-University Collaboration. The ambition of the Vice-Chancellor Nigel Thrift 
is to take Warwick into the top 50 world universities – as measured by the quality 
of research output and the strength of student demand – by the uŶiǀeƌsitǇ͛s ϱϬth 
birthday in 2015 (Thrift, 2007). 
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Perhaps atypically for a business school, Warwick has been well-known 
throughout its history for industrial relations, public sector management, and 
work with small businesses. There is often a debate in business schools whether to 
integrate the department of economics. It is interesting to note that the Business 
School has always operated separately from the Department of Economics. The 
first chairman [sic] of the School Brian Houlden (1967–1973) had formerly headed 
the NatioŶal Coal Boaƌd͛s opeƌatioŶal ƌeseaƌĐh gƌoup aŶd so eǆeŵplified the 
“Đhool͛s foĐus oŶ applied ƌeseaƌĐh. He eŶsuƌed “IB“ ŵaiŶtaiŶed aŶ iŶdepeŶdeŶt 
and distinct identity by establishing a BSc in Management Sciences that was more 
academic than programmes offered by polytechnics. Initially, four professorial 
chairs sponsored by companies and the Institute of Directors were created. In 
addition, younger scholars in industrial relations such as Keith Sissons, Richard 
Hyman, and Robert Dyson in operational research were also appointed. From the 
start, there was a clear commitment to industry relevance and academic 
excellence, a frequent tension for business school deans. Hugh Clegg was the 
“Đhool͛s ƌeseaƌĐh leadeƌ aŶd ƌole ŵodel as Director of the Centre for Industrial 
Economics and Business Research (CIEBR), which became the Industrial Relations 
Research Unit (IRRU). George Bain from Oxford University and UMIST, a 
subsequent chairman of SIBS, also came to direct this unit. Critically, leading 
scholars from London Business School were hired such as Peter Doyle, Andrew 
Pettigrew, and Robin Wensley to help build the institution.  
In terms of successive deans at WBS, Roger Fawthrop, a finance professor, became 
department chair in 1973–1976, followed by Derek Waterworth (marketing, 
formerly at Mars, 1976–1978), Robert Dyson (operations research, 1978–1981) 
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and Thom Watson (organisational behaviour, 1981–1983). At this time the 
chairmanship of SIBS was a part-time elected position for three years. It is 
iŶteƌestiŶg that ‘oďeƌt DǇsoŶ ǁas a ĐoŶstaŶt featuƌe of WB“͛s leadeƌship oǀeƌ 
four decades – as chair for three years, interim dean for a term to cover for Robin 
WeŶsleǇ͛s saďďatiĐal ďefoƌe his teŶuƌe ƌeŶeǁal, as iŶteƌiŵ dean before Howard 
Thomas, and then adviser on special projects such as the 2005 University of 
Warwick in Asia proposal that was subsequently rejected by senate. Jenny 
Hocking, the head of administration, was also a constant and influential player in 
the business school over three decades. 
An early critical incident for the leadership of WBS was a UGC report in 1982. This 
highlighted underperformance in SIBS and resulted in Thom Watson moving to 
become chair of the Faculty of Social Studies. He was replaced by George Bain 
(1983–1989), a dynamic Canadian industrial relations scholar who was a skilled 
mediator. Fragueiro and Thomas (2011: 229) describe BaiŶ as ͚aŶ eǆĐelleŶt sĐholaƌ 
and charismatic personality...widely credited as the architect of Warwick Business 
“Đhool.͛ BaiŶ haƌŶessed the taleŶts of the pƌofessoƌiat, he lauŶĐhed a distaŶĐe 
learning MBA three years before the Open University and formed a successful 
partnership with the Registrar, Michael Shattock. Bain hired strong researchers, 
aƌtiĐulated a ǀisioŶ to ďe ͚ďest iŶ Đlass͛ aŶd iŵpleŵeŶted a gƌoǁth stƌategǇ. He 
also improved the full-time MBA with a dedicated teaching centre, enhanced 
executive education and other programmes, and ensured high standards of 
research and teaching. Subsequently in 1989, he became Principal of London 
Business School. WBS performed especially well in the first 1989 Research 
Selectivity Exercise duƌiŶg BaiŶ͛s deanship.  
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Bain (2003) has noted that universities are characterised by pluralism, multiple, 
ambiguous, and conflicting goals. He observed that senior leaders need to behave 
more like partners in a professional services firm than as a corporate CEO. This 
makes strategic change problematic and means that it may be best achieved if 
there is some external pressure, such as an accreditation peer review team visit. 
“hattoĐk͛s ƌole iŶ suppoƌtiŶg WB“ ǁas seeŶ as piǀotal aŶd his paƌtŶeƌship ǁith 
Bain was an essential eleŵeŶt iŶ the sĐhool͛s tuƌŶaƌouŶd aŶd eaƌlǇ suĐĐess 
following the unfavourable 1982 UGC report. 
Robin Wensley, with a professorial chair uniquely titled Policy and Marketing, 
succeeded George Bain from 1989 until 1994. This represented a period of 
incremental change and consolidation. There was an emphasis on departmental 
seminars from distinguished scholars and on increasing teaching space. Wensley 
was fond of stories and intellectual debate and enthusiastic about discussing 
Đolleagues͛ ƌeseaƌĐh ǁith them. During 2004–2011 as Director of the Advanced 
Institute of Management Research (AIM), he was an important figure nationally in 
the drive to improve UK management research. 
By the mid-1990s, tensions were emerging about levels of centralised decision 
making that were potentially hindering local entrepreneurial behaviours as the 
University of Warwick grew. Pettigrew and Ferlie in the business school produced 
a report for the university in 1996 that recommended a more decentralised 
structure and devolution. At the same time, an audit culture was developing in 
higher education with the establishment of the Quality Assurance Agency (QAA) in 
1997. WBS became self-generating in its leadership succession and too inward 
looking, which led to a period of strategic drift. Bob Galliers (professor of 
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information systems) headed the business school during 1994–1998. He decided 
to launch a fund-raising campaign that lacked support internally and centrally. The 
2001 RAE results for the Business School were below what had been expected. 
Several senior professors were concerned about the SĐhool͛s laĐk of diƌeĐtioŶ. 
Galliers stepped down as dean and for the first time the UŶiǀeƌsitǇ͛s ŵaŶageŵeŶt 
decided to advertise the deanship of Warwick Business School externally as an 
executive position. Robert Dyson accepted the role again on an interim basis for 
two years. During this period the school gained triple accreditation, the first in the 
world, clearly demonstrating its international standing. 
Like all the chairs/deans of Warwick Business School, despite being an external 
appointment, the first executive dean Howard Thomas (a professor of strategic 
management) was well-known to several members of the school. He had worked 
at London Business School soon after its foundation, at several US business 
schools and in Australia. He had also maintained active contacts in the UK while in 
the USA. Thomas had been a member of the AACSB accreditation panel that was 
assessiŶg WB“͛s iŶitial aĐĐƌeditatioŶ. He was regarded as a mediator who 
understood both the American and European business school systems. In early 
January 1999, Howard Thomas was invited to apply for the WBS deanship. By July 
1999 he had accepted and he eventually took up the post in summer 2000 from 
his deanship at Illinois. This lengthy transition enabled him to make regular visits 
to Warwick to consult with many staff and form a senior team. Soon after his 
arrival, WBS was ranked third nationally in the 2001 RAE – an impressive result. 
Thoŵas͛ teŶuƌe spaŶŶed alŵost ten years from 2000 and its focus again was for 
WB“ to ďe the ͚ďest iŶ Đlass͛ of leadiŶg UK ďusiŶess sĐhools. He pƌoǀides a detailed 
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account of his experiences as the Dean of Warwick Business School in chapter six 
of the book Strategic Leadership in the Business School: Keeping One Step Ahead 
(Fragueiro and Thomas, 2011: 223–248). Thomas had a track record of academic 
leadership in London Business School, Australia, Canada, Europe, and the USA, 
where he was dean for a decade in the University of Illinois at Urbana-Champaign. 
During his deanship, the school achieved annual surpluses exceeding 30%. At 
Warwick, keǇ stƌategies duƌiŶg Thoŵas͛s teŶuƌe ĐoŶĐeŶtƌated oŶ: ;iͿ fiŶaŶĐial 
devolution; (ii) research excellence; (iii) new facilities; (iv) professionalising alumni 
relations and re-focusing the advisory board; and (v) programme innovation, e.g. 
increasing the number of undergraduates and overseas student income. He 
oversaw the one Warwick MBA concept which combined different modes of 
study, the growth of eǆeĐutiǀe eduĐatioŶ, aŶd the lauŶĐh of speĐialist Masteƌ͛s 
programmes. 
The fiƌst phase of Thoŵas͛s deaŶship eŶtailed ďudget deǀolutioŶ iŶ ϮϬϬϮ, theƌeďǇ 
allowing greater autonomy. There was also agreement on the expansion of 
undergraduate students. Subsequently, research groups were restructured, more 
than a dozen new professors were recruited, including an associate dean for 
executive education, the advisory board was revamped, and fundraising, 
corporate relations, and league table rankings were prioritised.  
DuƌiŶg Hoǁaƌd Thoŵas͛s seĐoŶd teƌŵ as deaŶ when he had two deputy deans, 
WBS celebrated its 40th anniversary in 2007. New building facilities were opened 
aŶd Ŷeǁ speĐialist Masteƌ͛s aŶd a PhD pƌogƌaŵŵe iŶ fiŶaŶĐe ǁeƌe lauŶĐhed as 
the BusiŶess “Đhool͛s operations became more international. The arrival of Nigel 
Thrift as Vice-Chancellor led to Vision 2015 (Thrift, 2007) being formulated. Within 
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this, WB“ aiŵed ͚to ďe iŶ the top eĐheloŶ of EuƌopeaŶ ďusiŶess sĐhools ďǇ ϮϬϭϱ, 
through strong innovation and a positive step change in investment, 
encompassing academic and professional expertise, new teaching programmes, 
physical and IT infrastructure and international profile-ƌaisiŶg.͛  
The fiŶal phase of Thoŵas͛s deaŶship at WB“ ǁas ĐhaƌaĐteƌised ďǇ gƌeateƌ 
centralisation in a context of financial pressures, the launch of the Global Energy 
MBA, and rebranding of specialist Masteƌ͛s Đouƌses. Further building plans were, 
however, postponed and a disappointing RAE 2008 result placed Warwick joint 
fifth, below Cardiff Business School, which was interpreted by some as a sign of 
complacency. WBS was, nevertheless, named as a top 500 business super brand 
(Daily Telegraph, 2008). The 2009 Strategic Departmental Review made the 
university question what kind of business school it was intended to be. The review 
highlighted the need to consider seriously the trade-offs between being on the 
one hand a cash cow with a wide portfolio of activities and on the other hand a 
more narrowly research-intensive entity. Subsequently, Howard Thomas ͚retired͛ 
from WBS in January 2010 to become Dean of Lee Kong Chian School of Business 
in Singapore Management University, which soon after appointed Arnoud de 
Meyer, former Dean of Cambridge Judge Business School, as its President. It is 
interesting to note that Howard Thomas is a phenomenon in his own right. Della 
Bradshaw (2011), the FT͛s ďusiŶess eduĐatioŶ editoƌ, commented that Howard 
Thoŵas deseƌǀes the ͚seƌial deaŶ pƌize͛ ďased oŶ his suďstaŶtial eǆpeƌieŶĐe of 
leading business schools on three continents. 
Hoǁaƌd Thoŵas͛s teŶuƌe at WaƌǁiĐk ǁas pƌeĐeded ďǇ tǁo Ǉeaƌs of Robert Dyson 
as aĐtiŶg deaŶ aŶd folloǁed ďǇ a fiǀe ŵoŶths͛ aĐtiŶg deaŶship ďǇ Daǀid WilsoŶ, a 
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former deputy dean and professor of strategy. The latter announced that he did 
not intend to apply for the deanship. In the interim, he embarked on a recovery 
programme to address the tail of underperformers in the 2008 RAE by working 
with individuals. He was also initially engaged in discussions about streamlining 
paƌts of the adŵiŶistƌatioŶ. Daǀid WilsoŶ͛s aĐtiŶg positioŶ ǁas shoƌt-lived, 
however, as Mark Taylor was appointed as dean and available to start 
immediately. 
The 2008 RAE result at WBS was viewed by the University centre as much lower 
than expected. Soon after, Mark Taylor was appointed in March 2010 as the new 
Dean of Warwick Business School. Like his predecessors, he combined excellent 
academic credentials and practitioner experience as a former managing director at 
BlackRock, the ǁoƌld͛s laƌgest asset ŵaŶageƌ. He is aŶ aƌĐhetǇpal hǇďƌid as a 
highly cited scholar and former policy adviser to the government and banks. Taylor 
changed the School͛s logo to aligŶ ǁith the University and he introduced the 
strapline ͚thiŶkiŶg diffeƌeŶtlǇ.͛ He iŶitiated a ďehaǀiouƌal sĐieŶĐe teaĐhiŶg aŶd 
research group, collaboration with the Royal Shakespeare Company, and 
embarked on an aggressive recruitment campaign for highly cited scholars to 
improve the School͛s ‘EF ϮϬ14 results. His vision of WBS was ͚to be the leading 
university-based business school in Europe.͛ The “Đhool͛s stated ŵissioŶ iŶ ϮϬϭϯ 
was: 
 To produce and disseminate world-class, cutting edge research that shapes 
the way organisations operate and businesses are led and managed. 
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 To produce world-class, socially responsible, creative leaders and managers 
who think on a global scale, regardless of the size of their organisation. 
 To provide a lifelong return on investment for our students and alumni. 
In summary, WBS represents an interesting case study in the evolution of business 
schools globally, nationally, and institutionally. Robin Wensley (personal 
correspondence) mentioned that someone once commented on a survey 
conducted by Ashridge which showed that most UK business schools at that time 
wanted to be like Warwick and thought it was feasible because WBS is excellent 
without being élite. The story of WBS is unusual in terms of the continuity of 
collective leadership (Robert Dyson, Paul Edwards, Jenny Hocking, John McGee, 
Robin Wensley) that persisted until Howard Thomas stepped down. The school 
exemplifies the tensions in managing a full portfolio with ambitions to excel in 
research and teaching within a full university. WBS has benefited from exceptional 
champions like George Bain and Michael Shattock, as well as intellectually 
energised individuals such as Robin Wensley and Andrew Pettigrew and other 
highly cited deans like Mark Taylor and Howard Thomas who possess real-world 
experience.  
WBS evolved from a recruiting to a selective business school and gained 
confidence internationally after early questions were raised about its research 
performance and proximity to industry. The manufacturing heartland it once 
occupied has been replaced by a services sector and the enteƌpƌisiŶg ͚Warwick 
ǁaǇ͛ DNA ŵaǇ haǀe ďeĐoŵe less apparent as it has grown in size and complexity. 
Nevertheless, WBS provides a valuable setting for the main study in this thesis on 
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strategizing behaviours of senior middle managers who are caught like ͚͞the meat 
in the sandwich͟ between the central administration and the school staff, 
studeŶts aŶd faĐultǇ͛ ;Fƌagueiƌo aŶd Thoŵas, ϮϬϭϭ: ϮϰϳͿ. 
9. The deanship 
Various commentators on the university deanship have acknowledged its 
complexity. Van Cleeve (1981) notes the difficulties in managing faculty because of 
theiƌ highlǇ politiĐised Ŷatuƌe. Del Faǀeƌo ;ϮϬϬϲ: ϮϴϮͿ aƌgues that ͚aĐadeŵiĐ deaŶs 
are worthy of our attention since they occupy a pivotal role at the nexus of 
aĐadeŵiĐ aŶd adŵiŶistƌatiǀe opeƌatioŶs͛ aŶd so ŵust ďe ͚adept at ŶaǀigatiŶg ďoth 
academic and administrative cultures and the environmental complexity that 
these diffeƌeŶĐes stiŵulate.͛ “he aƌgues that sĐholaƌship ƌeƋuiƌes ͚a ƌelatiǀelǇ 
Ŷaƌƌoǁ foĐus aŶd high ǀalue…plaĐed oŶ ĐƌeatiǀitǇ, autoŶoŵǇ, and self-initiated 
ǁoƌk ageŶdas͛ Đoŵpaƌed ǁith adŵiŶistƌatioŶ, ǁhiĐh is ͚fƌaŵed ďǇ ƌatioŶalitǇ, 
effiĐieŶĐǇ, aŶd aŶ iŶstitutioŶal foĐus that ǀalues ĐoŶsideƌatioŶ foƌ the ĐolleĐtiǀe͛ 
(Ibid: 283). Furthermore, De Boer and Goedegebuure (2009: 347) contend that 
͚the deanship has become more demanding, more senior, more strategic, more 
complex and more managerial in Ŷatuƌe.͛ Engwall and Lindvall (2012: 206) observe 
that: ͚PolitiĐiaŶs aŶd the ďusiŶess ĐoŵŵuŶitǇ haǀe ĐoŶsideƌaďle eǆpeĐtatioŶs as 
far as universities͛ ĐoŶtƌiďutioŶs to the puďliĐ ǁelfaƌe aŶd to eĐoŶoŵiĐ gƌoǁth͛ Ǉet 
these stakeholders are sceptical about university management. They need to 
appƌeĐiate ͚the deŵaŶdiŶg ƌole of uŶiǀeƌsitǇ leadeƌs as steǁaƌds of Đoŵpleǆ aŶd 
almost unmanageable organizations͛ (ibid). Furthermore, Gmelch (2004: 76) 
highlights the difficult transitions from scholar to dean in terms of dichotomies in 
behaviours: from solitary to social; focused to fragmented; autonomy to 
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accountability; manuscripts to memoranda; private to public; professing to 
persuading; stability to mobility; client to custodian; austerity to seeming 
prosperity. It is the location of deans in a middle position that points to 
entanglement and the need for enabling leadership between adaptive and 
administrative functions, i.e. innovations and thought leadership in the business 
unit of scholars within their disciplines and bureaucratic controls in the central 
university. Rosser et al (2003: 2) summarise this multipolarity: ͚BǇ ǀiƌtue of theiƌ 
midlevel placement within the higher education organizational structure [deans] 
are in the center of controversy, conflict, and debate; they play the role of 
ĐoalitioŶ ďuildeƌ, Ŷegotiatoƌ, aŶd faĐilitatoƌ…ǁith oǀeƌtoŶes that aƌe ŵoƌe politiĐal 
and social than hierarchical or teĐhŶiĐal.͛ 
Gallos (2002: 181) captures the exhilarating and exhausting double bind of the 
business school dean who simultaneously handles ͚the adŵiŶistƌatiǀe Đultuƌe of 
performance with its corporate-like expectations for managerial efficiency and 
effeĐtiǀeŶess͛ aŶd faĐultǇ ŵeŵďeƌs͛ pƌefeƌeŶĐes foƌ ͚ŵiŶiŵal iŶtƌusioŶ, ŵaǆiŵuŵ 
suppoƌt͛ ;iďid: ϭϳϴͿ. “he ǁƌites fƌoŵ diƌeĐt peƌsoŶal eǆpeƌieŶĐe of the ͚dailǇ 
pressures of a life spent sandwiched between colliding cultures, local and global 
ĐoŶĐeƌŶs, aŶd iŶteƌŶal aŶd eǆteƌŶal eǆpeĐtatioŶs͛ ;iďid: ϭϴϯͿ. LoƌaŶge ;ϮϬϬϬ: ϰϬϲͿ 
echoes this and ĐoŶteŶds that ͚the keǇ to ĐƌeatiŶg ǀalue iŶ a ďusiŶess sĐhool is 
keeping the ͞dǇŶaŵisŵ͛ iŶ dǇŶaŵiĐ ďalaŶĐe.͛͟ Balancing roles and responsibilities 
is a major task, as the two deans Fragueiro and Thomas (2011) indicate in their 
ƌefleĐtioŶs oŶ ͚keepiŶg oŶe step ahead.͛ They see environmental scanning, issue 
diagnosis, issue legitimation, and power mobilisation as the four key activities for 
deans (ibid: 205-207). 
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Deans are expected to exhibit prosocial behaviour, i.e. helping others. Inevitably, 
deans working in complex organisations like universities (Baldridge, 1971) 
experience episodes of role strain (Goode, 1960). They can feel the role is 
incompatible, for instance because of interpersonal or intrapersonal role conflict 
(Merton, 1949) and as a result of differences between expectations of what they 
must and what they are able to achieve (Dahrendorf, 1958). Wolverton et al 
(1999: 81) highlighted such role conflict and its emotional labour in a professional 
ďuƌeauĐƌaĐǇ: ͚deans walk a delicate administrative tightrope...the dean functions 
as a disciplinary expert, who happens to be carrying out administrative tasks, 
among other disciplinary experts...direct use of power is liable to bring him or her 
doǁŶ.͛ 
Many business schools are adopting strategies of an analyser organisation which 
͚atteŵpts to ŵiŶiŵize ƌisk ǁhile maximiziŶg the oppoƌtuŶitǇ foƌ pƌofit͛ ;Miles et al, 
1978: 553). “uĐh ĐiƌĐuŵstaŶĐes aƌe ͚ƌeƋuiƌiŶg [ŵiddle ŵaŶageƌs] to be both 
eŶtƌepƌeŶeuƌ aŶd ďuƌeauĐƌat͛ ;FloǇd aŶd Wooldƌidge, ϭϵϵϮ: ϭϱϲͿ as theǇ foĐus oŶ 
efficiency and adaptability. The challenge for the business school dean as a 
manager in the middle is to make sense of strategy within the discourses about 
what is professionalism, public sector v.  commercial values, centralisation v. 
decentralisation internally, academia v. practice. How does the dean present the 
unit as coherent and professional in different contexts and retain talent (Horwitz 
et al, 2003) while developing good institutional citizens? Deans have to recognise 
that many of their colleagues are reluctant managers (Goffee and Scase, 1992) and 
choose to be academics to research rather than practise management. The dean 
needs to ensure his or her team includes players with positive attitudes and high 
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energy who take an active role in strategy making rather than behave as 
spectators, victims, or as institutional cynics according to LiŶeďeƌƌǇ͛s eŶeƌgǇ 
investment model (Edmonstone, 2003; Tosti and Amarant, 2005).  
It might be contested whether business schools are professional at all. Starbuck 
;ϭϵϵϮ: ϳϭϲͿ suggests that: ͚In deciding whether a firm is knowledge-intensive, one 
ought to weigh its emphasis on esoteric expertise instead of widely shared 
knoǁledge.͛ It Đould ďe aƌgued that loǁeƌ ƌaŶked ďusiŶess sĐhools ƌepƌoduĐe 
knowledge as a commodity rather than generate thought leadership. With the 
commoditisation of education and concerns about the absence of scholars as 
public intellectuals, it might be asked if business schools are indeed knowledge-
intensive organisations. Some universities have been accused of being diploma 
mills, with organisations like Apple and Google instead being at the leading edge 
of knowledge creation and innovation. 
 
Indeed, several writers (Haskell, 1981; Piper, 1992) have questioned if professors 
are professional. It might be asked whether business schools as professional 
schools in universities are really for the professions if academic faculty are more 
aligned to scholarly rather than professional associations. Starbuck (ibid: 717) 
oďseƌǀed that ͚[a]Ŷ eǆpeƌt ŵaǇ Ŷot ďe a pƌofessioŶal.͛ The Ŷaƌƌoǁ eǆpeƌtise of a 
research professor might mean that they see themselves first as scholars and 
knowledge workers rather than as salaried professionals. Alvesson (2004: 1) 
defines knowledge workers broadly as ͚having an interest in the use of judgement 
backed up to a high degree by theoretical, intellectual knowledge.͛ The extent to 
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which the organisational environment allows deans and their staff to exercise 
judgement varies in different institutions.  
 
Business school deans and their colleagues are not licensed to practise, so lack the 
professional status of lawyers and physicians. Indeed, deans and their academic 
colleagues in research-intensive universities may not perceive themselves 
foremost as professionals or knowledge workers. The latter may be associated 
with management consultancies where academic freedom is lacking and more 
eǆeĐutiǀe tǇpe ďehaǀiouƌs aƌe eŶĐouƌaged. AĐadeŵiĐs͛ eǆpeƌtise is deǀeloped 
through the socialisation of their doctoral training and from academic conferences 
(Learmonth and Humphreys, 2012). Recognition of their contributions to an 
aďstƌaĐt ďodǇ of kŶoǁledge is deŵoŶstƌated ďǇ the faĐt that faĐultǇ ͚ƌeĐƌuitŵeŶt, 
promotion, and tenure appear to be decided primarily based on the number of 
articles published in a fairly select group of peer-reviewed journals, based on their 
ƌelatiǀe iŵpaĐt, seleĐtiǀitǇ, aŶd ƌeleǀaŶĐe to ďusiŶess sĐhool ƌaŶkiŶgs͛ ;De ‘oŶd 
aŶd Milleƌ, ϮϬϬϱ: ϯϮϮͿ. ͚Eǆpeƌtise͛ suggests kŶoǁ-how, proficiency, and capability 
which scholars are expected to demonstrate; however, the sense of certainty it 
implies does not capture the intellectual curiosity expected of management 
researchers. University bureaucrats are highly knowledgeable about regulations 
which academic faculty may not value or the latter may be disinterested in gaining 
this esoteric sector-specific type of knowledge in favour of knowledge valued by 
their scholarly community.  
To address the lack of close attention paid to business unit managers in the 
strategic management liteƌatuƌe, this studǇ foĐuses oŶ the aĐtiǀities of ͚Đƌossover 
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pƌofessioŶals͛ iŶ the higheƌ eduĐatioŶ seĐtoƌ. These ďusiŶess sĐhool deaŶs aƌe 
specialist scholars as well as generalist academic leaders. Although they might not 
Đall theŵselǀes ͚stƌategists͛, oƌ iŶdeed ͚ŵaŶageƌs͛ at all in an environment of peer 
review, business school deans are hybrid strategic actors who span different kinds 
of professional knowledge. They are key players who act as an intra and extra 
organisational nexus connecting disparate ideas. This Janusian position of 
ambidextrous professors (Markides, 2007) who work across boundaries offers a 
privileged or beleaguered occupational role, depending on your vantage point. 
The ďusiŶess sĐhool deaŶs͛ oǁŶ iŶsights iŶto theiƌ stƌategiĐ ďehaviours in a 
knowledge-intensive unit that are explored in this thesis can be transferred to 
other academic departments or units in the public sector or professional service 
firms where professional peers aƌe ͚ŵaŶaged͛ ;‘aeliŶ, ϭϵϴϲͿ. 
This thesis suggests that hybridity occurs before a professional is appointed as a 
middle manager since many of the deans in this study worked outside academia 
before embarking on their doctorates. Key players have worked transnationally 
and remain active in other types of organisations, especially as consultants, 
although few have run their own businesses. University-based business school 
deans represent a category of upper middle managers and professional hybrids in 
knowledge-intensive business units in the public sector. This blurring of roles as an 
expert scholar and general manager within a large complex multiunit organisation 
raises the question about how deans decide which strategic activities to prioritise 
and how to balance seemingly contradictory cultures. 
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The problem is that a dean may be appointed because of their track record in 
scholarship but as their tenure progresses and the deanship becomes more time 
consuming, their scholarship declines. This leads to them being labelled as mere 
administrators and their legitimacy declines amongst peers. While a professor of 
surgery may continue to wield a scalpel outside academia as dean of a medical 
school, often the only place where a business school dean may practise 
management is in the business school itself.  
BusiŶess sĐhool deaŶs͛ ƌoles aƌe ĐleaƌlǇ iŶflueŶĐed ďǇ theiƌ ƌespoŶsiďilities foƌ 
dealing with a multiplicity of ambiguity amongst professionals in the unit, 
centrally, and externally. For instance, they are managing professional schools in 
an academic context for students to become professional managers usually in a 
non academic environment. Yet some commentators suggest that management is 
not a true profession (Khurana and Nohria, 2008; Barker, 2010) and that the 
professionalisation of British business schools is incomplete (Larson, 2003). 
Business schools have been very good at supporting the establishment of several 
accreditation agencies and national business school associations (e.g. AAACSB, 
EFMD) to set quality standards and build capacity and professional networking. 
The ideology and norms of professionalism are constantly being contested within 
any profession. In universities, for example, professional administrators create 
theiƌ oǁŶ assoĐiatioŶs aŶd adopt the teƌŵ ͚pƌofessioŶal.͛ FouƌŶieƌ ;ϭ999) suggests 
that suĐh aŶ appeal to ďehaǀiŶg like a pƌofessioŶal is a ͚disĐipliŶaƌǇ ŵeĐhaŶisŵ.͛ 
These new professionals may perceive themselves as professional in terms of their 
high commitment, long hours, and greater discretionary effort yet others regard 
this as self-exploitation and pseudo professionalism. These so called professionals, 
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however, often prioritise organisational targets over professional autonomy 
(Kennerley, 1992). 
Academic freedom is clearly an important concept in higher education that needs 
to be balanced with accountability (Berdahl, 1990). A challenge for deans in an 
increasingly target driven culture is allowing academic staff sufficient freedom. 
Deans must reconcile the different perspectives and professional expertise of 
faculty and administrators (Holton and Phillips, 1995) so that the relationships 
mediated are constructive and symbiotic, holding each other in check, rather than 
adversarial. 
DeaŶs͛ ƌoles haǀe changed with shifts in discourses from collegiality to 
professionalisation, through to managerialism and in some cases a sense of 
proletarianisation (Dearlove, 1997), with the creation of an industrial model of 
what Parker and Jary (1995) call the ͚McUniversity.͛ Business schools have been 
accused of being seduced by rankings, possibly prioritising form over substance 
(Gioia and Corley, 2002), with academic staff being incentivised to focus on their 
publications rather than on students (De Rond and Miller, 2005). Moreover, 
KhuƌaŶa ;ϮϬϬϳ: ϯϲϴͿ aƌgues that: ͚the university-based business school of today is 
a troubled institution, one that has become unmoored from its original purpose 
and whose contemporary state is in many ways antithetical to the goals of 
pƌofessioŶal eduĐatioŶ itself.͛ It is little ǁoŶdeƌ that deans feel besieged (Gmelch 
and Seedorf, 1989) and that their contributions are unsung (Rosser, 2004: 317). It 
is all the more important, therefore, that this thesis investigates the everyday 
pƌaĐtiĐes of a poteŶtiallǇ ͚iŵpeƌiled speĐies͛ ;GŵelĐh et al, 1999). 
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The university-based business school deanship is particularly interesting as 
universities represent complex, pluralistic organisations with multiple 
stakeholders. The business school is an eclectic mix of diverse disciplines, 
epistemologies, and professions (e.g. economics, marketing, occupational 
psychology). The problematic design of the professional school with its mix of oil 
and water (Simon, 1967) and seemingly contradictory goals mean the dean must 
bridge academia and practice in ways that other deans are not expected to do to 
such an extent. Moreover, UK business schools are more complicated than other 
professional schools because they recruit significant numbers of overseas students 
and executives and engage with a range of organisations including small and 
medium size enterprises. Following a period of rapid growth over 40 years in a 
golden age (Thomas et al, 2013), business schools are now subjected to increasing 
centralisation and efficiencies (Diamond, 2011). Their legitimacy in the academy 
(Macfarlane, 1995), in the eyes of other organisations (McGrath, 2007), and in 
society (Wilson and McKiernan, 2011) is being challenged, as Chapter four will 
explain. 
It is assumed that business school deans think and act as they do because of 
expectations of their role (role theory), and how it is socially constructed. They 
operate within design, cultural, and policy constraints and they have limited 
autonomy to influence these contingencies. Empirical data in this thesis have been 
collected to provide contextualised and temporal insights into changes over 
iŶdiǀiduals͛ teŶuƌes, as iŶstitutioŶs deǀelop, aŶd the UK ďusiŶess sĐhool iŶdustƌǇ 
has matured. New market opportunities, government regulations, and social and 
macroeconomic changes, in particular New Public Management and the 2008 
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global financial crisis, provide the historical backdrop against which the changing 
roles of these middle management strategists highlighted in this study are 
explored.  
 
Given the eclectic nature of a business school, the deaŶ͛s aĐadeŵiĐ disĐipliŶaƌǇ 
interest in a specialist area is likely to be quite different from those of others in the 
business school. What binds the dean and the rest of the employees are a 
commitment to the quality of staff and students and the sĐhool͛s ƌeputatioŶ. This 
suggests a certain level of interdependencies and symbiotic relationships. In the 
21
st
 century, a cadre of executive full-time UK business school deans has emerged. 
Many hope at the outset of their tenures to maintain their personal scholarship, at 
least through doctoral supervision, but the all-consuming nature of the job as they 
constantly balance trade-offs usually render this aspiration unfulfilled. Rosovsky 
(1990) suggests that economists, like himself, are successful in such senior 
positions in academic administration because ͚they are comfortable with the 
notion of ͞trade-offs͟... [they] are trained to consider ͞indirect 
effects͟...economists use marginal reasoning: they tend to think in incremental 
rather than in absolute terms...[and they know] that the value of money changes͛ 
(ibid: 26). 
Business school deans need to control academics within workload allocation 
models and the needs of the organisation such as the bottom line based on 
accounting logic (Broadbent and Laughlin, 1997). They have to reconcile demands 
for excellence that appear contradictory in reality. For instance, a young scholar 
needs to build his or her research publications to be promoted and submitted in 
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the REF (Research Excellence Framework). Time spent on this activity, however, 
ƌeduĐes the iŶdiǀidual͛s atteŶtioŶ to teaĐhiŶg laƌge Đlasses, which in turn has its 
own metrics such as the National Student Survey (NSS). A focus on income 
generation from overseas executive education appears a distraction from what 
matters to the early career scholar but this activity is essential for the unit itself. 
Deans must reconcile seemingly opposing goals when managing the business 
sĐhool͛s poƌtfolio. There are also conflicts in the role of business school dean 
ǁheƌe the assuŵptioŶ is that the uŶit ǁill opeƌate iŶ a ͚ďusiŶess-like͛ ǁaǇ to 
respond to market forces, yet critical management scholars and others may see 
themselves as public sector professionals, or as autonomous scholars, and do not 
wish to prioritise commercial activities. There exist anti-business management 
scholars, a healthy, rather paradoxical phenomenon in higher education. 
Typically, UK business schools have tended to retain a high ratio of support staff 
and managers to academic faculty and they rely on a large number of adjuncts 
(Higher Education Academy, 2009) who provide part-time teaching. They also 
attract relatively very low research income compared with STEM subjects (science, 
technology, engineering and mathematics). In times of austerity with the need for 
greater efficiencies (Diamond, 2011) and to fund higher salaries in the RAE/REF 
transfer rounds, business schools are not immune to greater centralisation within 
universities. There has also been a tendency most recently in UK higher education 
foƌ ƌestƌuĐtuƌiŶg iŶto eǀeƌ laƌgeƌ aŶd feǁeƌ faĐulties ǁith the ĐƌeatioŶ of ͚supeƌ 
deaŶs.͛ While this ŵaǇ ĐoŶsideƌaďlǇ eŶlaƌge the ƌole of a ďusiŶess sĐhool deaŶ 
who has pro-vice-chancellor responsibilities (often the case in newer, post 1992 
universities), it diminishes the level of autonomy in the role within other 
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institutions where the dean becomes a department head who reports to a faculty 
dean rather than directly to the vice-chancellor. 
The business school deanship offers a particular knowledge-intensive, 
professionalised context in which to explore FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, 
1996) middle management role typology in greater depth. An on-going strategic 
issue for deans in the public sector is their degree of latitude in managing the 
business school. In turn, their academic colleagues are concerned about the 
encroachment of increasing centralisation, government metrics, and industry 
games of rankings and accreditations on their own academic freedom. The 
credibility of business and management education and the legitimacy of the dean 
are determined by how the incumbents mobilise strategic changes through 
coalition building and negotiating the idiosyncrasies of their particular context. 
How do deans use their roles to ensure strategic goals are achieved? 
This study seeks to explore what deans do in terms of building and sustaining their 
legitimacy in terms of reputational capital and financial viability by applying Floyd 
aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ŵodel at diffeƌeŶt poiŶts iŶ histoƌǇ aŶd iŶ 
various types of business school. It investigates how business school deans 
balance attention to exploration and exploitation (Ren and Guo, 2011), to 
different roles, activities, and stakeholders over time. As upper middle managers, 
their roles are of interest, particularly given the complexity of the business unit–
parent relationship and the plurality of multiple professionals and practitioners 
through whom business school deans must realise strategy. Clearly, there are 
common levers for strategic change such as accreditations, rankings, compliance 
with government policy frameworks such as quality assurance that structure the 
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activities of these strategists. It would seem that business school deans need to 
behave increasingly as ͚supra͛ or ͚meta͛ professionals to enact the range and 
complexity of strategic middle management roles expected of them.  
 
Huy and Mintzberg (2003: 84) assert about universities that ͚ŵostlǇ theǇ huŵ 
along, experiencing less peƌǀasiǀe stƌeaŵs of sŵall ĐhaŶges͛ thaŶ otheƌ tǇpes of 
organisation. In the case of UK business schools, given the multiple rhythms of 
academic life (Frost and Taylor, 1996), competing values (Quinn, 1984; De Boer 
and Goedegebuure, 2009), and significant threats from technology and 
competitors, a more urgent consideration of temporal contingencies is justified. 
The current state of higher education is less genteel and collegial than Huy and 
Mintzberg (2003) depicted. The commitment to quality may be timeless but 
ŵiddle ŵaŶageƌs͛ stƌategiĐ ƌoles ŵust ďe dǇŶaŵiĐ. They must compete for the 
future (Hamel and Prahalad, 1994) while functioning successfully in the present, 
and respecting past achievements.  
Kuhn (1970: ϲϳͿ states that a ͚peƌiod of pƌoŶouŶĐed pƌofessioŶal iŶseĐuƌitǇ͛ ofteŶ 
pƌeĐedes the ͚eŵeƌgeŶĐe of Ŷeǁ theoƌies.͛ As ďusiŶess sĐhools stƌuggle ǁith self-
reinvention and rethinking, if indeed the bubble has burst (Dameron and Durand, 
2011) and current paradigm traps are being overturned (Thomas et al, 2914), then 
we would hope they can demonstrate appropriate dynamic capabilities (Teece et 
al, ϭϵϵϳ: ϱϭϲͿ, the ͚aďilitǇ to iŶtegƌate, ďuild, aŶd ƌeĐoŶfiguƌe iŶteƌŶal aŶd eǆteƌŶal 
competences to address rapidly chaŶgiŶg eŶǀiƌoŶŵeŶts.͛ WhitŶeǇ ;ϮϬϭϮ: ϭϱϬͿ 
offeƌs a solutioŶ at the iŶdiǀidual leǀel: ͚If Ǉou ƌeallǇ ǁaŶt to ŵoǀe the ǁoƌld 
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forward, you need to innovate on the inside – and disrupt yourself.͛ GMAC (2013) 
echoes this in ĐalliŶg foƌ ďusiŶess sĐhools to ͚disrupt or be disrupted.͛  
10. Summary and conclusion  
Given the self-questioning, as well as challenges from outside the business school 
community, it is unsurprising that the appointment of a business school dean 
represents a significant episode in the uŶit͛s history. There is a global shortage of 
business school doctoral students (AACSB, 2003, 2013) and faculty in some 
disciplines (Gardner, 2011). The turnover of deans can be high (Alsop, 2008; 
Symonds, 2009) and tenures very short, for example Garrett at Wharton was a 
business school dean three times in just over three years (Bloomberg 
Businessweek, 2014). Yet business and management studies represent the most 
popular university subject, with one in seven students in the UK and the USA 
studying business and management education. In a recent study on the role of UK 
business schools, Thorpe and Rawlinson (2013: 7) recommend that these 
institutions need to be much more clearly differentiated and they need to focus 
on improving incentives and academic faculty capabilities. UK business schools 
need to bring practice and practitioner experience into the curriculum with better 
business engagement, cross-disciplinary research teams, and business school-
business engagement. This represents high expectations of the business school 
deanship which makes many posts difficult to fill (Davies, 2013). 
In this environment, Kring and Kaplan (2011: 1) call for the business school 
deaŶship to ďe ƌedefiŶed ǁith aŶ eŵphasis oŶ ͚strategic skills, enterprise 
management, innovatioŶ, aŶd people aŶd ƌelatioŶship effeĐtiǀeŶess.͛ This thesis 
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examines how deans and their teams enact such behaviours, how they synthesize 
the vast array of strategic drivers, how they engage faculty and others 
meaningfully to generate and promote new ideas to realise the benefits of 
business and management education within what is a typically a four to five-year 
tenure (although post 1992 university deans may be on permanent contracts). 
Everyday strategizing practices mentioned in the interviews are presented in the 
empirical Chapters six to eight. These are analysed within the theoretical 
frameworks and contextual landscape discussed in Chapters two to four. First, 
Chapter five will detail the research methods used in this thesis.  
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CHAPTER FIVE: RESEARCH METHODS  
1. Introduction 
This chapter explains the decisions made in selecting the qualitative research 
iŶƋuiƌǇ to eǆteŶd FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ typology of four 
middle management strategic roles. The research design enables a focus on 
specific contexts and practices of a particular category of middle management 
which Floyd and Wooldridge (1996) did not consider in their survey. Bazeley 
;ϮϬϭϯ: ϯͿ defiŶes Ƌualitatiǀe aŶalǇsis as ͚iŶteŶse, eŶgagiŶg, ĐhalleŶgiŶg, Ŷon-linear, 
ĐoŶteǆtualised, aŶd highlǇ ǀaƌiaďle.͛ This ŵeaŶs Ƌualitatiǀe evidence can be 
difficult to analyse compared with quantitative data (Miles, 1979). Miles and 
Huberman (1994: 5) acknowledge that: ͚ƌeseaƌĐh is aĐtuallǇ ŵoƌe a Đƌaft thaŶ a 
slavish adherence to methodological rules. No study conforms exactly to a 
standard methodology, each one calls for the researcher to bend the methodology 
to the peĐuliaƌities of the settiŶg.͛ The decisions to co-produce vignettes with 
subjects and to film interviews were made as this research project progressed. 
 
Several studies on middle managers and strategy using the case study method 
have focused on single organisations longitudinally, often hi-tech, IT, or telecoms 
firms (e.g. Burgelman, 1994; Huy, 2002; Marginson, 2002) and other private sector 
settings (Balogun and Johnson, 2004; Boyett  and Currie, 2004; Rouleau, 2005; 
Laine and Vaara, 2006; Vilà and Canales, 2008). Other case studies investigate 
these phenomena across several firms (Beatty and Lee, 1992; Kodama, 2005; 
Meyer, 2006; Mantere, 2008). Few studies, however, except for Carney (2004) and 
Currie and Procter (2005), have adopted the case study method to explore middle 
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management strategizing concepts in the public sector. This thesis seeks to add to 
the latter body of literature. Indeed, it moves beyond hospitals as research 
contexts to universities. This study draws on interpreting interviews with senior 
middle managers to address the central research question about the strategizing 
practices of business school deans as upper middle managers in professionalised 
business units. 
Chapter five is organised as follows. Firstly, we consider the research design, its 
paradigmatic underpinning, project milestones, sampling, the use of a case study 
approach, interviews and documentary data collection methods, as well as 
triangulation. Secondly, we evaluate the quality of the research in terms of various 
forms of validity and reliability, and we examine debates about trustworthiness in 
qualitative research enquiry. Thirdly, the data analysis is explained, followed by 
ƌefleĐtioŶs oŶ the ƌeseaƌĐheƌ͛s ƌole aŶd ethiĐal issues. FiŶallǇ, the liŵitatioŶs of 
the research methods used in this thesis are discussed. 
2. Research design 
The research adopts an ethnographic approach in collecting data to understand 
the ͚soĐial ŵeaŶiŶgs aŶd oƌdiŶaƌǇ aĐtiǀities͛ ;Bƌeǁeƌ, 2000: 10) of people in a 
professionalised organisation. In planning the research design for this thesis, I 
recognised the need for flexibility, as Gephart (2004: 435) acknowledges 
͚[Ƌ]ualitatiǀe ƌeseaƌĐh is ofteŶ desigŶed at the saŵe tiŵe it is ďeiŶg doŶe.͛ The 
initial 12 exploratory interviews were pƌeŵised oŶ the ƋuestioŶ ͚ǁhat do ďusiŶess 
sĐhool deaŶs do?͛ The puƌpose of this ǁas osteŶsiďlǇ to addƌess the pƌaĐtiĐal 
problem of re-designing leadership development programmes for cohorts of 
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aspiring and current deans in a context of large numbers of vacancies for business 
school deans. As the project emerged, suggestions from colleagues at conferences 
to write up the case studies as vignettes with the informants to enhance the 
quality of the analysis were incorporated into the research design to provide 
detailed portraits (Kohler Riessman, 1993; Silverman 2000). Miles (1990: 37) 
defiŶes a ǀigŶette as ͚a ǀiǀid aĐĐouŶt of a pƌofessioŶal͛s practice written according 
to a pƌe‐speĐified outliŶe, iteƌated thƌough iŶteƌaĐtioŶ ǁith a ƌeseaƌĐheƌ.͛  
I was also ĐoŶsĐious of MĐGƌath͛s ;ϭϵϴϭ: ϭϳϵͿ ŶotioŶ of ͚dileŵŵatiĐs͛, i.e. ͚a seƌies 
of interlocking choices in which we try simultaneously to maximise several 
ĐoŶfliĐtiŶg desideƌata͛ aďout aĐtoƌs, ďehaǀiouƌ aŶd ĐoŶteǆt. It ǁas Đleaƌ fƌoŵ the 
outset that the key actors would be business school deans. However, it was 
important to determine the line of enquiry theoretically and to decide the 
research setting. A focus on traits and performance outcomes was rejected in 
favour of exploring actual strategic behaviours. After all, Einstein (1934: 163) 
suggested: ͚If Ǉou ǁish to leaƌŶ fƌoŵ the theoƌetiĐal phǇsiĐist aďout the ŵethods 
ǁhiĐh he uses, I ǁould giǀe Ǉou the folloǁiŶg pieĐe of adǀiĐe: DoŶ͛t listeŶ to his 
ǁoƌds, eǆaŵiŶe his aĐhieǀeŵeŶts.͛ 
Initially, an international dataset was proposed based on alumni of the ABS/EFMD 
IŶteƌŶatioŶal DeaŶs͛ Pƌogƌaŵŵe ǁhiĐh I diƌeĐt. However, for pragmatic reasons of 
consistency in making comparisons and resource constraints in the timescale of a 
PhD, it was agreed to limit the dataset to 52 informants in total from the UK. 
There were also considerations about potential data overload (Dawson, 1997) and 
the need for an in-depth understanding of the rich data. Documentary data 
collection was, therefore, carried out only for the second sample.  
163 
 
2.1 Research paradigm 
The research questions seek to understand how deans make sense of their own 
strategizing practices in particular contexts. The paradigm guiding this research, 
therefore, is based on an interpretivisit framework which seeks to understand the 
experiences of social actors (Burrell and Morgan, 1979). The ontological approach 
adopted iŶ this thesis assuŵes that ͚soĐial pheŶoŵeŶa aŶd theiƌ ŵeaŶiŶgs aƌe 
continually being accomplished...through social interaction [and that these 
aƌe]...iŶ a ĐoŶstaŶt state of ƌeǀisioŶ͛ ;BƌǇŵan and Bell, 2007: 23). This viewpoint 
suppoƌts BeĐkeƌ͛s ;ϭϵϳϬ: ϲϰͿ aƌguŵeŶt that ͚[t]o uŶdeƌstaŶd aŶ iŶdiǀidual͛s 
ďehaǀiouƌ, ǁe ŵust kŶoǁ hoǁ he peƌĐeiǀes the situatioŶ.͛ IŶ teƌŵs of its 
epistemological position, this study is premised on socio-cultural relativism, the 
ďelief that ͚kŶoǁledge is shaped ďǇ the speĐifiĐ soĐial aŶd Đultuƌal ĐiƌĐuŵstaŶĐes 
of those ŵakiŶg kŶoǁledge Đlaiŵs͛ ;Vogt et al, ϮϬϭϮ: ǀiiͿ. A contextualised 
approach is consistent with the application of a strategy-as-practice lens. The 
reseaƌĐh ƌespoŶds to Vaaƌa aŶd WhittiŶgtoŶ͛s ;ϮϬϭϮ: ϮϴϲͿ Đall foƌ gƌeateƌ 
ƌeĐogŶitioŶ of the ͚ŵaĐƌo-iŶstitutioŶal Ŷatuƌe of pƌaĐtiĐes.͛ HeŶĐe aŶ examination 
of meso-leǀel oƌgaŶisatioŶ aĐtoƌs͛ ŵiĐƌo-practices is combined within a strategic 
middle management role typology (Floyd and Wooldridge, 1992, 1994, 1994) with 
an appreciation of the macro context. 
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2.2 Research schedule 
The scheduling of the data collection and analysis was premised on the belief that 
͚the accumulation of knowledge involves a continual cycling between theory and 
data͛ Eisenhardt (1989a: 549). Mishler (1990: 416) defined guided inquiry as ͚the 
dialectic interplay of theory, methods, and findings over the course of a study.͛ 
While the intended research plan was to interview a set of leading business school 
deans internationally, in practice methodological and practical considerations 
emerged that resulted in the first and second datasets representing a diverse 
range of British institutions, while the second dataset is an in-depth study of a 
single business school. Although a few individuals who were interviewed now 
work outside the UK, all subjects in this thesis predominantly focus their 
experiences on the UK deanship. This allows for comparability in a single sector 
and in one national setting. There are some local variations in the two business 
schools in devolved nations in this study such as government funding and tuition 
fees in Scotland and Wales.  
The data collection comprised six key stages, each of which integrated findings 
from the previous step: 
 Phase 1: exploratory interviews with a range of 12 current experienced 
business school deans, including one woman;   Phase 2a: interviews with seven deans of a single business school, 
including filmed interviews. Two deans were currently in post when 
interviewed;   Phase 2b: interviews with 29 other respondents about these seven deans 
in 2a;   Phase 2c: collection of documentary data for 2a; 
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 Phase 2d: co-production of vignettes on the seven individuals; and   Phase 3: filmed interviews with six deans, including four women, four 
veterans (two retired), and two relative newcomers to add to the diversity 
of the respondents in terms of gender (Oakley, 1981) and experience. 
Table 7 summarises the key steps in the data collection during 2008–2011, 
including some preliminary work in 2007 which informed an ABS/AIM report on 
business school leadership (Ivory et al, 2008). 
 
Table 7: Data collection timeline 
Data Collection 
2007 2008 2009 2010 2011 
Preliminary 
conference 
workshop with 
deans, AIM 
scholars 
Phase (1)            
exploratory  
pilot 
interviews.  
Deans: 12 
Phase (2a) 
primary 
interviews. 
One 
business 
school.  
(2a) 
Repeated 
and filmed. 
Deans: 7 
(inc. 1 in 
pilot) 
(2b) Secondary 
interviews and (2c) 
Documentary data, 
both included in 
2(d) 
Phase 3.  
Filmed 
interviews. 
Deans: 6  
 
The scheduling of the research processes was based on systematic steps 
suggested by Eisenhardt (1989a: 533) and Fox-Wolfgramm (1997: 442). 
 
2.3 Sampling 
Appendix 6 lists the 52 individuals interviewed as part of this research project.  
The first phase included interviewing a purposive sample of 10 deans on the 
executive committee of the Association of Business Schools. These represented a 
wide range of schools and were well established in their posts. The sample 
included one woman. One new female dean on the committee did not respond. 
Two additional respondents were included in this sample who were approached 
after an email invitation to complete the MBTI psychometric questionnaire was 
166 
 
sent to all UK deans. One of these deans had previously worked at Warwick 
Business School and the other was working as dean of the second business school 
(that has since been merged) in the same institution as the non-respondent 
woman on the executive committee.  
The second data selection phase was also purposive as all seven current and living 
former deans of Warwick Business School since 1978 were approached and they 
agreed to participate.  This in-depth study incorporated the views of the deans͛ 
colleagues that included sŶoǁďall saŵpliŶg iŶ ǁhiĐh ͚oŶe paƌtiĐipaŶt leads to 
aŶotheƌ͛ ;MacNealy, 1999: 157). The potential dangers of this approach are that it 
biases people with strong social connections (Berg, 2006). However, it was very 
helpful in accessing individuals who were less easy to reach. For example, I had 
emailed John McGee, a well regarded professor of strategy, who had worked 
closely with one of the Warwick deans for over four decades but he had been ill 
and had not responded. Fortuitously on his last day when he was clearing his 
office, John came into the office of a person I was interviewing and the 
interviewee explained my research. John agreed to see me and his observations 
were very insightful, filling gaps in my understanding. Another suggestion to 
interview key players outside the business school resulted in interviews with the 
current vice-chancellors of Warwick University and the University of Leicester and 
the current and former registrars of Warwick University, which provided different 
perspectives.  
Table 8 lists the criteria for the choice of respondents in the first dataset. Tables 9 
and 10 highlight why Warwick Business School was selected as the main study for 
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the second dataset and its distinguishing features. Table 11 describes the 
characteristics of interviewees in the third dataset. 
Table 8: Criteria for selection of interviewees in the first dataset 
1. Established, current deans, mid-tenure. 
2. Representative of the sector – ABS executive committee members are elected by 
fellow UK business school deans. 
3. Awareness of issues in business and management education.  
4. Trust in the research that ABS conducts and in the researcher whose title at the time 
was Head of Policy and Development at ABS. 
 
Table 9: Selection criteria for Warwick Business School as the single case study 
1. A leading full service business school in a top multi-faculty university, not a school of 
management or graduate school. 
2. Well-known and respected in the sector. 
3. Pioneering, entrepreneurial and research intensive. Robin Wensley mentioned that 
Ashridge had once conducted a survey and one finding was that WBS was the 
business school others most wanted to emulate. 
4. Founded soon after the university on a green field site, less than 50 years old. 
5. Excellent but not élitist. A strong business school in a strong university. 
6. Not an ancient university with significant endowments. 
 
Table 10: Distinguishing features of Warwick Business School 
1. George Bain is the only UK dean of a pre-1992 business school to become a vice-
chancellor. 
2. Howard Thomas has been dean on three continents – America, Europe and Asia. 
3. Robert Dyson was chair, iŶteƌiŵ deaŶ, aŶd Đoǀeƌed duƌiŶg a deaŶ͛s saďďatiĐal, so in 
effect was dean at WBS three times. 
4. Howard Thomas and Mark Taylor are highly cited deans. Mark Taylor states that he 
is ĐuƌƌeŶtlǇ the UK͛s ŵost highlǇ Đited deaŶ. 
5. George Bain, Robin Wensley, and Howard Thomas have chaired ABS (or its 
predecessor). 
6. Robin Wensley was dean and then deputy dean for his successor and Director of 
AIM. 
7. Atypically for a Russell Group university, the business school was formed soon after 
the University (before the Warwick Manufacturing Group and the medical school 
were established). It launched a distance learning MBA before the Open University. 
8. First in the world to achieve triple accreditation. 
9. The department of economics is not in the business school. 
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10. WBS has strong origins in industrial relations, the public sector, and links with SMEs 
and industry. 
11. Located in the English Midlands with a sense population of nearby business schools: 
Asston, Birmingham, Coventry, Loughborough and two in both Leicester and 
Nottingham.  
12. Located in a university which is a member of the Russell Group of research intensive 
universities with medical schools.  
 
Table 11: Characteristics of interviewees in the third dataset 
1. PaƌtiĐipaŶts iŶ the aŶŶual ǁoŵeŶ deaŶs͛ luŶĐh. 
2. Companions of ABS, i.e. individuals recognised for their significant contributions to 
business and management education. 
3. It included a member of the ABS executive committee. 
4. Two new deaŶs, thƌee ǀeteƌaŶs ǁith oǀeƌ ϭϬ Ǉeaƌs͛ eǆpeƌieŶĐe, oŶe iŶdiǀidual ǁho 
had completed three deanships, and another moving into the third tenure of her 
second deanship. 
 
The three phases of the research enabled a different focus at each stage. Firstly, a 
wide overview of themes was generated inductively from current deans in various 
institutions. Secondly, an in-depth understanding was achieved that focused on 
successive individuals in a single site. Thirdly, the investigation broadened out to 
check insights gained deductively by applying the Floyd and Wooldridge (1992, 
1994, 1996) framework to a more diverse set of current and former deans.  
The range of institutions represented in this study reflects the plurality of activities 
suggested iŶ IǀoƌǇ et al͛s (2006: 16–17) profiling of business schools, illustrated in 
Figure 8. 
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Figure 8: Models and orientations of activities in business schools 
  
2.4 Case study design 
In order to explore the deaŶs͛ eǆpeƌieŶĐes aŶd theiƌ Đolleagues͛ ǀieǁs of them, a 
case study approach was adopted. Yin (1984: 23) states that ͚[a] case study is an 
empirical inquiry that investigates a contemporary phenomenon within its real-life 
context; when the boundaries between phenomenon and context are not clearly 
evident; and in which multiple sources of evidence are used.͛ A case study design 
that included interviews and documentary analysis rather than a survey method 
(as used by Floyd and Wooldridge, 1996) was chosen for this thesis to guarantee 
high response rates. The interviews captured the full attention of busy informants 
and provided opportunities for real-time, dynamic, and lively exchanges and they 
allowed for probing. To generate insightful case studies, Eriksson and Kovalainen 
(2008) recommend the development of a small number of intensive case studies 
to include contextualised, holistic descriptions, interpretations, and explanations. 
Cranfield School of Management 
Warwick Business School,                   
Lancaster University             
Management School 
Manchester Metropolitan University Business School 
‘egeŶt͛s UŶiǀeƌsitǇ BusiŶess “Đhool 
(not included in this study) 
(Ivory et al, 2007: 7) 
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Feagin et al (1991) suggest that cases are ideally suited for in-depth studies. Phase 
two of the research yielded seven vignettes in a single institutional case. The 24 
research subjects in total enabled appropriate investigation from several angles. 
Eisenhardt (1989a) suggests that case studies are useful for asking descriptive, 
exploratory, and explanatory questions. They also allowed for comparative 
aŶalǇsis, as “take ;ϮϬϬϴ: ϭϮϭͿ aƌgues: ͚ǁe ĐaŶŶot uŶdeƌstaŶd a giǀeŶ Đase ǁithout 
kŶoǁiŶg aďout otheƌ Đases.͛ GeƌƌiŶg ;ϮϬϬϳ: ϴϱͿ suppoƌts this ǀieǁ: ͚Đƌoss-case 
analysis is presumed in all case study analysis...[which] is, by definition, a study of 
some phenomenon broader than the unit under investigation.͛ Miles et al (2013: 
ϭϬϭͿ state that ͚[o]Ŷe adǀaŶtage of studǇiŶg Đƌoss-case or multiple cases is to 
increase generalizability, reassuring yourself that the events and processes in one 
well-desĐƌiďed settiŶg aƌe Ŷot ǁhollǇ idiosǇŶĐƌatiĐ.͛ 
I was initially reluctant to focus on a single institution as one phase of the 
research. Theoretically, however, this yielded important insights into the 
phenomenon of strategizing over time for successive deans. Stake (1995: xi) 
advocates ͚the study of the particularity and complexity of a single case, coming to 
understand its activity within important circumstances.͛ Gerring (2007: 1) also calls 
for depth as a holistic device: ͚[w]e gain better understanding of the whole by 
focusing on a key part.͛  
An embedded design (Yin, 1994) is adopted in the second stage of the research 
with seven individual cases set within one institutional case. This is consistent with 
a strategy-as-practice perspective, as Whittington (2007: 1583–1584) believes that 
the studǇ of soĐial pƌaĐtiĐe should aiŵ to ͚[s]eaƌĐh foƌ ĐoŶŶeĐtioŶs aŶd 
relationships, [and] recognise eŵďeddedŶess.͛ The ƌesearch strategy here seeks to 
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pƌoǀide ͚eŵiĐ͛ aĐĐouŶts, iŶsideƌ peƌspeĐtiǀes, that are complemented by the 
iŶǀestigatoƌ͛s ŵoƌe ͚etiĐ͛ aŶd detaĐhed peƌspeĐtiǀe. 
Table 12 provides key definitions of case studies with examples from this research. 
Table 12: Definitions of case studies with examples from the research 
Definitions Examples in the research 
͚an in-depth, multifaceted investigation, 
using qualitative research methods, of a 
single social phenomenon. The study is 
conducted in great detail and often relies on 
the use of several data sources͛ (Feagin et 
al, 1991: 2). 
Primary data included live interviews with current 
deans in situ about topical problems using various 
data sources. 
Foƌŵs of Ŷaƌƌatiǀe that ͚loĐate the global in 
the loĐal͛ usiŶg the ƌeseaƌĐheƌ͛s ǀieǁpoiŶt 
(Hamel et al, 1993: v). 
Narratives were important in the accounts 
interviewees gave as they reflected on local 
incidents in relation to global changes in the 
industry from which the researcher was able to 
abstract links to the theoretical framework for 
analysis. 
͚detailed eǆaŵiŶatioŶ of oŶe settiŶg, oƌ a 
siŶgle suďjeĐt͛ ;BogdaŶ aŶd BikleŶ, ϮϬϬϯ: 
258). 
Focus on the business school industry and deanship 
as a single issue. 
͚ĐasiŶg͛ that ͚ĐaŶ ďƌiŶg operational closure 
to some problematic relationship between 
ideas and evidence, between theory and 
data͛ ;‘agiŶ, ϭϵϵϮ: Ϯϭϳ–218). 
Practical recommendations for aspiring deans were 
produced from vignettes structured within the 
middle management strategizing roles framework. 
This cased the mass of material and ideas. 
͚ďouŶded sǇsteŵ͛ ;“take, ϮϬϬϴ: ϮϬͿ. The UK higher education system, business school 
entities, individual tenures and bounded the data. 
“take ;ϮϬϬϴ: ϭϮϭͿ ͚ďoth a pƌoĐess of iŶƋuiƌǇ 
about the case and the product of that 
iŶƋuiƌǇ.͛ 
 
The activities entailed in writing the cases as case 
histories may be viewed as a phase distinct from 
the analysis stage of a finished output such as the 
vignettes. 
 
2.5 Interviews 
One-to-one, face-to-face interviews formed the main data collection method. In 
phase one, 12 deans were interviewed before and after ABS executive meetings in 
LoŶdoŶ oƌ iŶ iŶdiǀiduals͛ offiĐes (Herzog, 2005). The interviews with the seven 
deans of Warwick Business School were conducted on site, at conferences, and 
one follow-up transatlantic interview was done via Skype. Interviews with 
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colleagues of these deans were carried out wherever this was convenient – in two 
Đases iŶ iŶdiǀiduals͛ hoŵes. The ŵajoƌitǇ of the filŵed iŶteƌǀieǁs ǁeƌe held at AB“ 
offices, at Warwick, at Imperial College where a lunch for women deans was 
organised, and in the British Library before a lunch for companions of ABS. The 
total number of respondents and repeated interviews with WBS deans allowed for 
data saturation whereby it was felt that sufficient data had been collected to 
explain the phenomenon of upper middle management strategizing, including 
negative cases, within the resource constraints of a lone researcher sponsored by 
a small trade association. Ragin (in Baker and Edwards, 2012: 34) advises: ͚You 
should stop addiŶg Đases ǁheŶ Ǉou aƌe Ŷo loŶgeƌ leaƌŶiŶg aŶǇthiŶg Ŷeǁ.͛ WaƌƌeŶ 
(2002) recommends a minimum of 20–30 interviews for interview-based 
qualitative studies that are published (Bryman, 2012: 425). 
 
Kvale (1996) suggests that successful interviews include a knowledgeable 
interviewer. Over time, my expertise about the business school sector grew, as I 
had been appointed at ABS two years prior to embarking on this doctorate. I 
aimed to adopt a clear, structured format with a relatively gentle style, allowing 
for silence, which gave the interviewee time to think and I probed to clarify issues. 
I knew from experience of conducting on-line surveys at ABS that deans are very 
busy and a 20% response rate was typical. I found that asking someone in person 
for a diary appointment to interview them for up to 90 minutes guaranteed their 
full attention in a way that other methods did not. Participants in the main study 
were re-interviewed on several occasions to ensure a more complete dataset.  
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All iŶteƌǀieǁs ǁeƌe ǀoiĐe ƌeĐoƌded ǁith the iŶteƌǀieǁee͛s peƌŵissioŶ aŶd Ŷotes 
were taken during the interviews. Several times, individuals asked for the voice 
recorder to be paused while they made a comment off-record, usually a jibe or 
aside aďout soŵeoŶe͛s peƌsoŶal doŵestiĐ diffiĐulties. It ǁould haǀe ďeeŶ a ďƌeaĐh 
of trust not to respect this (Punch, 1994). Such remarks were often part of a 
stream of consciousness and humour (Hatch, 1997) which made the respondent 
more relaxed and open to discussion. Often I would write up these field notes of 
quotations, facts, and my observations while travelling back to London 
immediately afterwards. For the first dataset, all transcriptions of recordings were 
outsourced, partly as I felt the emotions were quite raw in places and the volume 
of interviews in a short time was quite high. Subsequently, I preferred to write up 
transcriptions myself of interviews with the deans who were the main subjects of 
the study. By doing this I was able to detect nuances and to gain greater familiarity 
with the data. For interviews with deaŶs͛ Đolleagues in the second study, detailed 
notes and verbatim quotes were made but not full transcriptions. Howard Thomas 
was interviewed in the first two datasets and Andrew Pettigrew was a respondent 
for phases 1 and 2b, i.e. as a dean and as a former colleague of WBS deans. 
Although this cannot be described as a longitudinal study, the repetition of 
interviews with WBS deans over three years, particularly in the case of Howard 
Thomas in the pilot study, represents more than the single snapshot research 
design that characterised FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϲͿ cross-sectional survey. 
For the second phase of interviews, a preparatory discussion with the Dean of 
Warwick Business School, Howard Thomas, who had taken an interest in the 
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findings of the first phase of the research and agreed access to the School for this 
project, scoped out the following issues: 
(i) Path dependences at the school, critical incidents in its history, and the 
founding ideology of the University. 
(ii) Background reading on the University and internal documents, with 
support from the DeaŶ͛s Personal Assistant. 
(iii) Potential respondents. 
(iv) An overview of key challenges in the institution, higher education 
industry, and business and management education. 
(v) Confirmation of access but no agreement on shadowing opportunities. 
A total of 29 interviews were held with current and former members of the School 
and University to collect mainly retrospective data, as well as live data for two 
incumbent deans. It was decided not to include one former chair, Roger Fawthrop, 
as it ǁas geŶeƌallǇ ĐoŶsideƌed that the ƌole had ďeeŶ a ͚ŶoŶ joď͛ ďefoƌe Geoƌge 
Bain started. Robert Dyson was included, however, although he had preceded 
Bain, because he had been so active in the leadership of the Business School and 
within the University for over 40 years. No particularly sensitive areas were 
highlighted in this thesis, although there were inevitably inherent tensions 
between the dean and registrar over administrative faculty numbers in the 
business school which are common in many universities. At an early stage, a focus 
group lunch of the current and two former deans of WBS and its long-serving 
administrator was conducted. On reflection, I felt that while the discussion was 
interesting, it was difficult to control and so this method was discontinued in 
favour of one-to-one meetings.   
To obtain rich data for interpretive coding, interview guides (Appendices 7, 8 and 
9) were used to ensure consistency in asking questions (Burgess, 1984). Time was 
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allowed for open and follow-up questions and reflections. Five key questions were 
strictly applied for the filmed interviews where there were tight time constraints. 
They were intended to produce outputs of around 10 minutes each after some 
editing. Inevitably, unplanned and unsolicited conversations that covered some of 
the interview material took place at social events such as at the Academy of 
Management meetings, even over breakfast and in airports. Unsolicited insights 
were gained in the course of my job at ABS and while these were logged as a 
barometer of different opinions, they did not form the main focus of this study. 
Clearly, as many of the respondents are management researchers themselves, for 
many informants the research process was well understood and they did not find 
the voice recorder obtrusive. Several checked about confidentiality and one 
former WBS employee requested anonymity. In the empirical chapters of this 
thesis, direct quotations are attributed to deans who are identified by number and 
listed by name in Appendix 10. While Guenther (2009: 412) acknowledges that 
͚the dominant paradigm in the social sciences is to protect confidentiality, 
disguising the names of organizations and places is taken for granted in published 
ǁoƌk͛, she ǀieǁs this as pƌoďleŵatiĐ. IŶ this studǇ, the deaŶs of WaƌǁiĐk BusiŶess 
School are difficult to disguise and so the decision was taken not to anonymise 
them throughout. For most of the questions, in line with Weiner-Levy and Popper-
GiǀeoŶ͛s ;ϮϬϭϭ: ϮϭϳϴͿ adǀiĐe: ͚[Đ]eƌtaiŶ topiĐs that aƌose duƌiŶg field ǁoƌk, data 
analysis or writing were suppressed, obscured and omitted from the final report, 
despite theiƌ ƌeleǀaŶĐe aŶd sigŶifiĐaŶĐe͛ ďeĐause of theiƌ peƌsoŶal Ŷatuƌe. 
Interviews with respondents other than the 24 deans, especially with individuals 
who had left Warwick a long time ago, were more conversational and 
176 
 
impressionistic. Sir Bob Burgess, for example, had worked in Sociology as a 
counterpart of several of the deans before he became a vice-chancellor but he 
was not actually based in Warwick Business School so provided very general 
perspectives. One person refused to be interviewed as he felt he could not 
comment on his current dean. There were three non replies from a former vice-
chancellor and two retired professors who had been at WBS, but these individuals 
were not central to the research. While one filmed interview had been planned 
ǁith “ue Coǆ at the ǁoŵeŶ͛s luŶĐh ;I had pƌeǀiouslǇ iŶteƌǀieǁed heƌ to pƌoǀide 
information on a tribute to her at the lunch), an impromptu decision to maximise 
the opportunity on the day resulted in two additional interviews which were very 
useful for the third dataset. Overall, responses were positive and encouraging, 
with offers to read drafts of my thesis. 
2.6 Documentary data 
The aim of collecting documentary data was to inform the interviews specifically 
for the in-depth case study and to mitigate some of the myths around WBS from 
outsiders who were unfamiliar with the workings of the School close-up. Table 13 
lists documents included in the analysis. This background information was very 
useful for the vignettes produced which were drafted to gain rich insights into 
individual cases.  As Van Maanen (1979: ϱϰϬͿ saǇs, ͚facts do not speak for 
themselves and the fieldworker must therefore deal with another level of first-
order fact, namely: the situationally, historically, and biographically mediated 
iŶteƌpƌetatioŶs used ďǇ ŵeŵďeƌs of the oƌgaŶizatioŶ.͛ Clearly, documents are 
assembled for different purposes (Prior, 2011) so cannot necessarily be taken at 
face value. There are caveats to the analysis of some documents, such as alumni 
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newsletters, as several are of uncertain authorship or were written for public 
relations purposes. The deans about whom I was writing were able to help me 
make sense of these documents in relation to their experiences as a shared 
responsibility. This was useful in the triangulation process as the vignettes 
combined self-ƌepoƌts, otheƌs͛ ǀieǁpoints, and archival data. Mathison (1988: 17) 
adŵits: ͚Practicing researchers and evaluators know that the image of data 
converging upon a single proposition about a social phenomenon is a phantom 
iŵage.͛ 
Table 13: Documentary and archival data 
1. Memoirs (Dyson, 2010) 
2. Minutes of staff meetings for four deans 
3. Alumni newsletters for three deans 
4. “taff haŶdďook ;͚BaiŶ͛s ďiďle͛Ϳ 
5. Internal strategy documents in the case of three deans 
6. Current materials supplied to accreditation panels 
7. Publications by WBS deans on governance and business and management education 
and research, e.g. Taylor (2013), Thomas (Thomas and Cornuel, 2012a, b), Wensley 
(2011, 2013) 
8. CVs, Debretts 
9. Citations data 
10. University of Warwick Modern Records Centre information on University meetings 
 
Documentary data analysis may be viewed as an unobtrusive research method. 
Certainly in the case of WBS, various reports such as a UGC report in the 1982 
stating that the business school needed to enhance the quality of its programmes, 
league table results, written accreditation feedback, and strategic department 
review documents were key triggers for change. Atkinson and Coffey (2011: 79) 
suggest that documentary analysis should ͚iŶĐoƌpoƌate a Đleaƌ uŶdeƌstaŶdiŶg of 
hoǁ doĐuŵeŶts aƌe pƌoduĐed, ĐiƌĐulated, ƌead, stoƌed aŶd used.͛ Clearly, 
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documents are constructs that are not neutral or necessarily accurate, they have a 
particular authorship and readership. Atkinson and Coffey (ibid) advise that 
ƌeseaƌĐheƌs ͚ƌead ďetǁeeŶ the liŶes͛ of teǆt, eǆploƌiŶg ƌhetoƌiĐ, teŵpoƌal aspeĐts, 
and inter-liŶkages ďetǁeeŶ teǆts. Pƌioƌ ;ϮϬϭϭ: ϵϰͿ also aƌgues that ͚ǁƌitiŶg 
ĐoŶŶeĐts to aĐtioŶ͛ aŶd that doĐuŵeŶts ͚dƌiǀe aŶd fashioŶ episodes of huŵan 
iŶteƌaĐtioŶ͛ ;iďid: ϭϬϰͿ; they are not inert. 
2.7 Triangulation 
An important design element in the research was triangulation (coined by Webb 
et al, 1966), which attempts to verify two reference points. Jick (1979: 603–604) 
suggests that ͚triangulation may be used not only to examine the same 
phenomenon from multiple perspectives but also to enrich our understanding by 
allowing for new or deeper dimensions to emerge.͛ Triangulation techniques are 
used to avoid reliance on one exclusive method or single observation that may 
distort the research, thereby enhancing confidence in the quality of research 
findings. Mathison (1988: 13) states that the benefits of triangulation are to 
͚ĐoŶtƌol ďias aŶd estaďlish ǀalid pƌopositioŶs.͛ This ƌeseaƌĐh project recognises the 
benefits of triangulation not only for confirmation and corroboration, but for 
completeness, to fill in missing gaps in the data (Breitmayer et al, 1993). Cohen 
and Manion (2000: 254) also support this perspective of seeing triangulation as an 
͚atteŵpt to ŵap out, oƌ eǆplaiŶ ŵoƌe fullǇ, the ƌiĐhŶess aŶd ĐoŵpleǆitǇ of huŵaŶ 
behaviour by studying it from more than one standpoint.͛ Altrichter et al (2008: 
ϭϰϳͿ eŶdoƌse this ǀieǁ, aƌguiŶg that tƌiaŶgulatioŶ ͚giǀes a ŵoƌe detailed aŶd 
balanced piĐtuƌe of the situatioŶ.͛  
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DeŶziŶ ;ϭϵϳϬ: ϯϭϬͿ Đategoƌised fouƌ tǇpes of tƌiaŶgulatioŶ usiŶg ͚ŵultiple 
observers, theoretical perspectives, sources of data, and methodologies.͛ He also 
considered triangulation of time (cross-sectional and longitudinal), space (e.g. 
using cross-cultural techniques) and combined levels of triangulation. In this study, 
theoretical triangulation has not been considered, as it appears problematic in 
reality. Methodological, co-coder, and data triangulation are applied here. Cohen 
and Manion (1989: 275) note that methodological triangulation is most frequently 
used in education.  
MĐGƌath ;ϭϵϴϭ: ϭϳϵͿ adǀises ͚oŶe ŵust use ŵultiple ŵethods seleĐted fƌoŵ 
diffeƌeŶt Đlasses of ŵethods ǁith diffeƌeŶt ǀulŶeƌaďilities.͛ Jick (1979: 604) notes 
that the underlying assumption of triangulation is that one method alone is 
insufficient and ͚that the weaknesses in each single method will be compensated 
by the counterbalancing strengths of another͛ that are complementary and 
provide a richer and more complete picture. This ignores, however, the potential 
for flaws in methods to be compounded within a package of research methods, 
thus diluting the benefits of triangulation.  
It would seem from debates about triangulation that several scholars see its 
purpose as convergence and corroboration to reduce bias and increase accuracy. 
Others recognise the usefulness of the mechanism for revealing divergence and 
discrepancies and to allow for complexity and clarification. This thesis does not 
support the view that the purpose of triangulation is merely for convergence. 
Miles aŶd HuďeƌŵaŶ ;ϭϵϴϰ: ϮϯϱͿ Đlaiŵ that ͚tƌiaŶgulatioŶ is supposed to suppoƌt a 
finding by showing that independeŶt ŵeasuƌes of it agƌee ǁith it oƌ, at least, doŶ͛t 
contradict it.͛ Creswell and Miller (2000: 126) focus on convergence, arguing that 
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tƌiaŶgulatioŶ is ͚a ǀaliditǇ pƌoĐeduƌe ǁheƌe ƌeseaƌĐheƌs seaƌĐh foƌ ĐoŶǀeƌgeŶĐe 
among multiple and different sources of information to form themes or categories 
iŶ a studǇ.͛ This studǇ prefers to adopt PattoŶ͛s ;ϮϬϬϮͿ ǀieǁ oŶ the limitations of 
triangulation. He suggests that the technique should value discrepancies and treat 
them with caution. Patton observes that ͚[t]heƌe is no magic in triangulation. The 
evaluator using different methods to investigate the same programme should not 
expect that the findings generated by those different methods will automatically 
Đoŵe togetheƌ to pƌoduĐe soŵe ŶiĐelǇ iŶtegƌated ǁhole.͛ He makes an interesting 
point that the purpose of tƌiaŶgulatioŶ is ͚to studǇ aŶd uŶdeƌstaŶd ǁheŶ aŶd ǁhǇ 
theƌe aƌe diffeƌeŶĐes͛ ;iďid: ϯϯϭͿ. PoiŶts of diffeƌeŶĐe aŶd outlieƌs aƌe iŶtƌiŶsiĐallǇ 
interesting as ͚divergence can often turn out to be an opportunity for enriching 
the explanation͛ (Phillips, 1971: 19). The approach here is in line with Duffy (1987) 
who proposes that triangulation is a vehicle that generates curious inconsistencies 
and contradictions for the researcher to interpret rather than representing an end 
in itself. Flick (1992) also suggests that triangulation for qualitative research results 
in further interpretations rather than the confirmation of one explanation.   
The approach in this thesis is consistent with BuĐhaŶaŶ aŶd DaǁsoŶ͛s ;ϮϬϬϳͿ ǀieǁ 
that it is important for researchers to allow multiple voices from senior as well as 
junior employees from different data sources as a form of triangulation. DeaŶs͛ 
personal assistants were included amongst the respondents. ͚BetǁeeŶ ŵethods͛ 
(Denzin 1978: 302) aŶd ͚ǁithiŶ-ŵethod͛ ;iďid: ϯϬϭͿ tƌiaŶgulatioŶ aƌe used iŶ this 
thesis to enhance the quality of the research by corroborating, balancing, and 
eŶƌiĐhiŶg a ƌaŶge of eǀideŶĐe. JiĐk ;ϭϵϳϵ: ϲϬϯͿ oďseƌǀes that ͚͞within-method͟ 
triangulation essentially involves cross-checking for internal consistency or 
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reliability while ͞between-method͟ triangulation tests the degree of external 
validity.͛  
Illustrations of triangulation in this thesis are provided in Figure 9. 
 
 
 
 
 
 
 
 
 
Figure 9: Within-method triangulation: interviews 
In this research project, some conflicting evidnce was collected using interviews 
based on different sources. For example, one dean denied he had ever accepted 
another deanship midway through his current tenure. He had withdrawn from the 
new job offer after it had been announced on the internet. Several other 
interviewees confirmed that it had actually happened, noting how unsettling it 
had been. One very reliable respondent explained how he had dissuaded this 
person from taking up the position in a highly politicised national context. 
INTERVIEWS: 
WITHIN METHOD 
TRIANGULATION 
Repeated formal 1-1 face-to-face interviews, self-
reports with key subjects in                               
private and filmed 
Informal conversations with 
colleagues of the key 
subjects about them during 
conferences, in social 
situations 
Formal interviews 
with colleagues about 
the key subjects 
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Figure 10 outlines discrepancies found from triangulation within the method of 
interviews from different data sources in relation to the extent an individual 
chaired commitees effectively. 
 
 
 
 
 
 
 
 
 
Figure 10: Between method triangulation: interviews 
Essentially, triangulation in this study seeks to mitigate the various forms of bias 
that are listed in Table 14 with several examples from the data. 
 
 
 
 
 
 
COMMITTEE CHAIRING, 
NEGOTIATING SKILLS         
ONE DEAN                       
self-report differed from 
others͛ observations 
Minutes of staff meetings 
Interviews with the dean          
and his colleagues 
Direct observation 
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Table 14: Potential sources of bias that triangulation seeks to mitigate 
Examples in this study of potential sources of bias 
1. Inaccurate recollection (Huber and Power: 1985) 
One respondent said that his manager often asked people whether they were drainers of energy or 
Ŷot: ͚aƌe Ǉou a spoŶge oƌ a spƌiŶg?͛ The ŵaŶageƌ hoŶestlǇ Đould Ŷot ƌeĐall usiŶg this phƌase. 
2. Deliberate misinformation (Van Maanen, 1979) 
One individual flatly denied he had ever applied for a job that others had said he had accepted and 
then withdrawn after it had briefly been announced on the internet. 
3. Attribution bias (Martinko, 1995) 
Several respondents portrayed some individual managers as being unalloyed heroes or failures. Yet 
the ͚heƌo͛ had ďeeŶ ďaŶŶed for drink driving and the so-called ͚failure͛ had initiated triple 
accreditation, the first to be achieved globally.  
4. Social desirability bias (Zerbem and Paulhus, 1987) 
Following an interview, one of the managers was asked by email how he ran meetings. He gave a 
lengthy reply couched in favourable terms about how consultative he was and yet this had not been 
mentioned in the interview. Others said of him and one other manager that it was very important 
for them to feel liked but this attitude did help his ability to make decisions in meetings.  
5. Retrospective sensemaking (Golden, 1992a) 
Incidents such as merging two research groups may at the time have been risky and contentious but 
individuals were able to present a more coherent story in hindsight. One person had vehemently 
opposed a merger at the time but in retrospect considered it was absolutely the right decision. 
6. Researcher bias (Barley, 1995) 
There was a genuine sense of affection felt for the institution by interviewees in the second dataset 
which the researcher shared. The intensity of interviewing an incumbent in situ who was making 
radical changes and experiencing considerable antipathy made the researcher cautious. Working 
with one individual who was a committee chair and initially for a short time first supervisor of the 
ƌeseaƌĐheƌ͛s pƌojeĐt, as well as head of the business school unit could have lead to accusations of 
ďias ďeĐause of the ƌeseaƌĐheƌ͛s ŵultiple ƌoles.  
 
A final form of triangulation in this thesis is presented in Figure 11 which suggests 
an overall triangulated inquiry based on an overview of factors about which I can 
reflect as the researcher (Patton, 2002: 66) in terms of key questions, 
stakeholders, and potential sources of bias. 
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In conclusion, Mathison (ibid: 17) is realistic about triangulation, suggesting that 
͚we end up with data that occasionally converge, but frequently are inconsistent 
aŶd eǀeŶ ĐoŶtƌadiĐtoƌǇ.͛ Heƌ ƌespoŶse is that this ambiguity ͚plaĐes the 
responsibility with the researcher for the construction of plausible explanations 
aďout the pheŶoŵeŶa ďeiŶg studied.͛ 
3. Evaluating the quality of the research 
3.1 Introduction 
This section reviews the quality and rigour of the research produced in this thesis. 
Silverman (2005: 211) asserts that the key challenge for the qualitative researcher 
is being able to defend their research as more than merely selective 
͚aŶeĐdotalisŵ.͛ IŶ this thesis, Đaƌe has ďeeŶ takeŶ ǁith ƌegaƌd to the ǀaliditǇ aŶd 
reliability of the evidence collated and the research processes, I am mindful of 
“ĐaŶduƌa aŶd Williaŵs͛ ;ϮϬϬϬ: ϭϮϲϯͿ adǀiĐe that ͚ǁithout ƌigoƌ, ƌeleǀaŶĐe iŶ 
 
Reflexive questions 
Participants, subjects: UK 
business school deans, 
scholars, administrators, 
colleagues 
Audience: 
colleagues, journal 
editors, examiners 
Reflexive screens: 
culture, gender, age, 
education, language, 
values 
The researcher: part-time doctoral 
student in full-time work at the 
Association of Business Schools 
Figure 11: Triangulated inquiry  (adapted from Patton, 2002: 66) 
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management research cannot be claiŵed.͛ The ƌeseaƌĐh ŵethodologǇ followed 
Giďďeƌt aŶd ‘uigƌok͛s ;ϮϬϭϬͿ thƌee stƌategies to eŶhaŶĐe ƌigouƌ iŶ desigŶiŶg, 
conducting, and reporting on the case studies with appropriate evidence by: 
 
(i) Specifying research actions. 
(ii) Helping the reader understand departures from the planned research 
and actual activities, including the rationale for trade-offs made. 
(iii) Detailing the type of rigour for internal and construct validity in 
particular as external validity is more problematic. 
 
The research actions focused mainly on data collected from interviews and 
documents. Analysis is based on writing up case studies (vignettes – see Davies, 
2014a), coding for themes, frequency counts, and template analysis. Trade-offs 
included the number of interviews that were feasible and the time and expense of 
obtaining high quality data from respondents within a four-year period. The next 
section explains issues related to validity. 
3.2 Validity 
Validity is concerned with whether the research is focusing on what it was 
intended to study. It asks whether the methods are appropriate to the issues and 
if the conclusions drawn are mainly accurate. Kirk and Miller (1986: 41–42) define 
validity as ͚the quality of fit between an observation and the basis on which it is 
ŵade.͛ Several types of validity regarding the topic, methods, data, and 
interpretations are considered in this research project: construct validity, internal 
validity (descriptive, interpretative, theoretical, Miles and Huberman, 1994), 
external validity (generalisability), and face validity. It has been important to adopt 
various strategies to maximise validity (Kirk and Miller, 1986; LeCompte and 
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Preissle, 1993) although this is seen as more problematic in qualitative than 
quantitative research studies (Miles, 1979). In terms of the less rigorous criterion 
of face validity, Mosier (1947: 192) advised that a research instrument should 
͚appeaƌ pƌaĐtiĐal, peƌtiŶeŶt aŶd ƌelated to the puƌpose...it should not only be 
valid, but it should also appear ǀalid.͛ GiǀeŶ the ƌeadiŶess of ƌespoŶdeŶts to 
accept invitations to participate in this research study, in some instances for 
multiple interviews, it is suggested that the research design achieved face validity. 
Guba and Lincoln (1982; 1989) replaced reliability and validity with four aspects of 
the ĐoŶĐept of ͚tƌustǁoƌthiŶess͛: ĐƌediďilitǇ, tƌaŶsfeƌaďilitǇ, depeŶdaďilitǇ, aŶd 
confirmability as guidelines, mainly at the end of the qualitative research process 
for constructivist research. Guba (1981: 90), however, admitted these criteria 
ǁeƌe ͚pƌiŵitiǀe.͛ Mishleƌ ;ϭϵϵϬͿ ƌefoƌŵulates the notion of validation as 
trustworthiness amongst a research community, through a tacit appreciation of 
situated practices in the field rather than the imposition of standardised 
procedures. He focuses on social constructions and on-going discourse in the 
research community about exemplars (Kuhn, 1960) which he calls 'concrete 
models of practice' Mishler (1990: 415). Cronbach (1988: 6) supports this view: 
'Acceptance or rejection of a practice or theory comes about because a 
community is persuaded.' From the series of presentations of findings from this 
research in academic and practitioner conferences and publications (e.g. Davies, 
2010; Ferlie et al, 2014), there is a sense that the business school community is 
interested in and accepts the findings of this research as feasible. 
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3.2.1 Construct validity 
Bagozzi et al (1991: 421) broadly defines ĐoŶstƌuĐt ǀaliditǇ ͚as the eǆteŶt to ǁhiĐh 
an operationalization measures the concept it is supposed to measuƌe.͛ Peteƌ 
(1981: 134) explains that ĐoŶstƌuĐt ǀaliditǇ is ͚the degƌee that it assesses the 
magnitude and direction of a representative sample of the characteristics of the 
ĐoŶstƌuĐt aŶd…the degƌee that the ŵeasuƌe is Ŷot ĐoŶtaŵinated with elements 
from the domain of other ĐoŶstƌuĐts oƌ eƌƌoƌ.͛ He aƌgues that ͚ĐoŶstƌuĐt ǀaliditǇ 
ĐaŶŶot ďe assessed diƌeĐtlǇ ďut oŶlǇ iŶfeƌƌed͛ ďǇ aŶsǁeƌiŶg the ƋuestioŶ: ͚What 
can the empirical portion of construct validation really demonstrate about a 
ŵeasuƌe?͛͛ ;iďid: ϭϯϱͿ. This thesis adopts an interpretivist approach and rejects 
the criterion of construct validity within the data collection stage. It supports 
“ilǀeƌŵaŶ͛s  ;ϮϬϬϱ: ϮϭϮ) argument that ͚ŵaŶǇ of the ŵodels that uŶdeƌlie 
qualitative research are simply not compatible with the assumption that ͞true͟ 
fixes on ͞reality͟ can be obtained separately from particular ways of looking at it.͛  
For the analysis, a social constructivist approach is applied in this thesis which 
accepts the validity of constructs as respondents perceive them. 
Verification has been built into the iterative research process throughout (Kvale, 
1989; Creswell, 1997) to check systematically for errors and congruence as I 
moved back and forth between the research questions, literature and data 
collection and analysis. Hammersley (1992) and Morse (1998) warn against 
respondent verification as a threat to validity if the participants are allowed to 
judge the quality of research on their own terms for accuracy. The view taken in 
this research project is that member checking is appropriate for factual accuracy 
of descriptions but individuals might not recognise themselves as others describe 
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them or in abstracted commentary and should not engage with the researcher 
about iŶteƌpƌetatioŶs ƌelated to otheƌ ƌespoŶdeŶts͛ judgeŵeŶts. 
3.2.2 Internal validity 
Internal validity is concerned that the conclusions drawn are correct and that 
there is consistency with interpreting the subject matter as valid representations 
of the phenomena being studied. Indeed, for example, the majority of deans 
represent upper middle managers. This validity is enhanced by a sustained focus 
over time as meanings unfold to reveal repeated indications of evidence (Barley, 
1995) through, for examples, multiple interviews with the individuals in the 
second dataset. Careful record keeping and continuous analysis served to mitigate 
potential threats to validity, preventing the researcher from ͚going native͛ as a 
result of overexposure in the field (Denzin, 1989; Miles and Huberman, 1994; 
Barley, 1995). Only infrequent visits were made to Warwick Business School 
specifically to interview respondents. In the process of co-coding of transcripts, 
attention was paid to avoid type I errors, a false positive, where behaviours were 
claimed that did not exist. We also sought to avoid false negatives – type II errors 
where we failed to spot behaviours that were evidenced.  
3.2.3 Descriptive validity 
Maxwell (1992: 286) refers to descriptive validity as the factual accuracy of details 
recorded thƌough ĐoŶteǆtual ƌiĐhŶess, ǁith ͚primary descriptive validity: the 
descriptive validity of what the researcher reports having seen or heard (or 
touĐhed, sŵelled, aŶd so oŶͿ͛ aŶd ͚seĐoŶdaƌǇ desĐƌiptiǀe ǀaliditǇ: the ǀaliditǇ of 
accounts of things that could in principle be observed, but that were inferred from 
otheƌ data.͛ To the best of my knowledge, the details reported in this research 
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accurately reflect what was actually said by respondents and the information 
reported correctly corresponds to documentary data. 
3.2.4 Interpretative validity 
Interpretative validity relates to how findings resonate with participants in terms 
of capturing the meanings the respondents intended and to what extent the 
ƌeseaƌĐheƌ ǁas aďle to ͚ĐatĐh ƌealitǇ iŶ flight͛ ;Pettigƌeǁ, ϭϵϵϬ: ϮϲϴͿ, as the 
respondents understood that reality. This required the researcher to some extent 
to get inside their heads and to understand their perspectives. Since many of the 
subjects were known professionally already to the investigator through their 
interactions in the professional association, interpretative validity can be claimed 
in this thesis. It is more difficult to appreciate the views of the retired 
interviewees, particularly when they were discussing their experiences in the 
ϭϵϳϬs. Foƌ eǆaŵple, ‘oďeƌt DǇsoŶ ŵade the poiŶt that he ǁas ͚ĐhaiƌMAN͛ at 
Warwick Business School and there were no women faculty in the days of staff–
student cricket games and warm beer, scenes that are no longer a feature of 
modern university life. Member checking (Lincoln and Guba, 1985) was an 
important exercise in the research design to ensure interpretative validity which 
was achieved mainly through the co-written vignettes for the second dataset and 
in the filmed interviews. 
3.2.5 Theoretical validity 
JohŶsoŶ ;ϭϵϵϳ: ϮϴϲͿ defiŶes theoƌetiĐal ǀaliditǇ as ͚the degƌee that a theoƌetiĐal 
explanation developed from a research study fits the data, and, therefore, is 
credible and defensible.͛ While I eŵďaƌked oŶ the eǆploƌatoƌǇ iŶteƌǀiews with 
vague theoretical notions of strategic leadership, the more explicit construct of 
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͚ŵiddleŶess͛ ǁas hoŶed iŶ suďseƋueŶt aŶalǇsis ďǇ dƌaǁiŶg theoƌetiĐallǇ oŶ ŵiddle 
management literature that validated interpretations of the datasets produced.  
3.2.6 External validity  
External validity or generalisability asks whether the results can be generalised 
beyond the immediate set of findings to other contexts, individuals, or times (Cook 
and Campbell, 1979). AǇƌes et al ;ϮϬϬϯ: ϴϴϭͿ suggest that ͚idiogƌaphiĐ 
geŶeƌalizatioŶ͛ ĐaŶ ďe aĐhieǀed ǁithiŶ aŶd aĐƌoss Đase aŶalǇsis. Tsoukas (1989: 
559) stated that studies of individuals are externally valid when they explain causal 
patteƌŶs ǁhiĐh ƌeǀeal ͚ŵultiple geŶeƌatiǀe ŵeĐhaŶisŵs that aƌe poteŶtiallǇ 
responsible foƌ the oĐĐuƌƌeŶĐe of the eǀeŶts uŶdeƌ studǇ.͛ It is Ŷot the pƌiŵaƌǇ aiŵ 
of qualitative research to generalise from the particulars of a small sample to claim 
universal findings for a larger population, ecology, or across time. This study has 
attempted to show especially what is unique about the deans of Warwick Business 
School and other UK university-based business school deanships. “take͛s ;ϭϵϵϬͿ 
phƌase ͚ŶatuƌalistiĐ geŶeƌalizatioŶ͛ is pƌoďaďlǇ the ŵost ƌeleǀaŶt iŶ teƌŵs of hoǁ 
the findings can be generalisable to a similar group of people in such 
circumstances, i.e. verisimilitude (Weick, 1989). This is why the study here reports 
on the demographics and names of people in the research, it lists the criteria for 
selecting the sample, contextual details and techniques used for data collection so 
that readers can decide the applicability of the results to their own situations as a 
form of generalisation or to repeat the study using replication logic (Yin, 1994). 
The latter assumes that the ŵoƌe studies oŶ a siŵilaƌ issue suppoƌt eaĐh otheƌ͛s 
findings, the greater the generalisability. 
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Van Maanen (1979) suggests that idiographic studies can provide support for 
theoretical validity and explain patterns in the data that attain critical mass and 
coherence. Marshall and Rossman (2011) argue that findings from qualitative 
research may have some transferability to other situations and cases holistically. 
As an example, Birkinshaw et al (2000: 242) provide insights into generalisability of 
Đase studies ǁheŶ theǇ ƌefleĐt oŶ theiƌ ƌeseaƌĐh: ͚[i]Ŷ teƌŵs of Đase studǇ desigŶ, 
we are careful to acknowledge that this research cannot readily be generalized 
ďeǇoŶd the speĐifiĐ ĐoŶstƌaiŶts ǁe set…Ouƌ iŶteŶtioŶ ǁas to put foƌǁaƌd a 
number of propositions and conceptual arguments that are not, to our knowledge, 
speĐifiĐ to the “ǁedish ĐoŶteǆt.͛ It is likelǇ that the fiŶdiŶgs iŶ this thesis aƌe Ŷot 
specific to the UK university-based business school context but they resonate in 
other professional schools in higher education, in the public sector, and 
knowledge intensive contexts such as professional service firms. 
 
In this study, respondent validation was achieved through the co-production of 
vignettes which demonstrated the accuracy of reportage (Yin, 1994) and the 
completeness of data (Leonard-Barton, 1995). Validation was also attained on 
development programmes where there was some resonance with participants 
who felt that the research questions were sufficiently probing to debunk myths 
about the business school deanship. Some of the ƌeseaƌĐheƌ͛s oƌigiŶal 
preconceptions were challenged in these dialogues. For instance, one viewer 
regarded a dean as aggressive whereas another felt the same dean displayed 
exemplary negotiating skills. 
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3.3 Reliability  
“ilǀeƌŵaŶ ;ϮϬϬϱ: ϮϭϬͿ defiŶes ƌeliaďilitǇ as ͚the degƌee of ĐoŶsisteŶĐǇ ǁith ǁhiĐh 
instances are assigned to the same category by different observers or different 
oĐĐasioŶs.͛ Throughout this project, checks for the reliability of the research 
findings considered issues of consistency, stability of procedures over time 
(Denzin, 1989), dependability, and replicability (Yin, 1994). Reliability also deals 
with the researcher as instrument, the standards applied to reflections in field 
notes, and inter-coder reliability in analysing sample data (Miles and Huberman, 
1994; Fox-Wolfgramm, 1997). 
Inconsistencies in collecting interview data by the same single researcher in this 
thesis, for example, are acknowledged with variations in the duration of 
exploratory interviews and changes over the four years in the increasing 
confidence of the researcher in the process. The issue of potential researcher bias 
was guarded against by recognising my own presuppositions (King, 1994) and 
identity as a female interviewer collecting primary interview data from mainly 
men (Cassell, 2005: 170) in the first and second phases of the study. It is not 
possible to replicate exactly the research as subjective decisions were made about 
how to deal with non-respondent bias; for instance, the scheduling of interviews 
depeŶded oŶ iŶteƌǀieǁees͛ aǀailaďilitǇ at a paƌtiĐulaƌ poiŶt iŶ tiŵe. OŶe 
respondent is no longer alive, others are not current deans so may have a 
difference outlook on their experiences retrospectively. The interviews were a 
social process that cannot be standardised or replicated exactly at a different 
point in time. Flexibility is important in qualitative inquiry, as Eisenhardt (1989a: 
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539) asserts that within a systematic approach ͚adjustments allow the researcher 
to probe emergent themes or to take advantage of special opportunities which 
may be present in a given situation.͛ Nevertheless, a certain amount of replication 
is possible as strict standards were adhered to in terms of the research process, 
with interview guides, detailed field notes, transcripts, and filmed interviews. 
Many of the respondents are still available if another or the same researcher 
chose to repeat elements of this research. Inevitably, there are elements of the 
ƌeseaƌĐheƌ͛s judgement that cannot be replicated.  
Inter-rater comparisons were made to mitigate researcher bias. Inter-coder 
checking was included in the research process mid-way through the coding of 
transcripts to check for reliability of a sample of data. This was broadly based on 
Fox-Wolfgƌaŵŵ͛s ;ϭϵϵϳͿ appƌoaĐh. Tǁo Đolleagues ǁeƌe ďƌiefed oŶ the puƌpose 
of the ƌeseaƌĐh, the ĐoŶstƌuĐts iŶ FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, 1994, 1996) 
model, and the process to generate coding within a template (King, 1998). 
Examples of initial and final template analysis are provided in Appendices 11 and 
12. Each co-coder was asked to code the same sections of text to check for 
inconsistent, inaccurate, or incomplete interpretations. The results were discussed 
with the researcher and the two co-coders. A range of between 85% and 93% 
reliability was found in convergence within the reports. Divergence was 
particularly experienced in the roles of facilitating and championing, as both were 
seen as forms of encouragement that resulted in some data being coded for both 
which demonstrated that the roles overlap within the original model. Coding 
discrepancies were clarified in relation to experimenting and issue selling.  
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4. Data analysis 
The data collected included mainly interview transcripts and co-authored 
vignettes to gaiŶ aŶ uŶdeƌstaŶdiŶg of iŶdiǀiduals͛ eǆpeƌieŶĐes. Foƌ the ǀigŶettes iŶ 
the second dataset, archival and documentary data were used to supplement the 
interviews. Draft vignettes written up of the Warwick Business School deans 
interviewed in this project are available on the web (Davies, 2014a). The data 
analysis was ongoing and it was structured and reduced in tabular displays 
(Huberman and Miles, 1983) inductively in the early stages. At a later phase, the 
data and commentary in the field notes were analysed deductively based on the 
typology of middle management strategizing. To gain familiarity with the audio-
recorded interviews, I listened to them on an iPod. In order to open up the 
analysis beyond the perspectives of a single researcher and co-coders, I played 
several of the interview clips during leadership development programmes at ABS 
and on the Masteƌ͛s Đouƌses I teach at Birkbeck and the Open University. This 
enabled the deans to be watched on a wider screen and meant that the interviews 
were exposed to a variety of audiences. This enabled insights from different 
stakeholders on the same materials to be discussed. The commentary on these 
viewings pƌoǀided a ͚feel͛ foƌ ǁhetheƌ the ƌespoŶdeŶts͛ accounts of the business 
school deanship resonated with ǀieǁeƌs͛ own experiences as middle managers 
and their perceptions of the interviewees.   
Chapter six that follows explains in detail the data coding and analysis. In 
summary, for the first stage of the analysis phase, in the case of each middle 
manager, strategic practices were identified inductively using open, first-order 
coding. The second stage entailed inductive qualitative analysis to explore the 
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contingencies impacting on these strategizing behaviours using second-order 
coding. This was followed by stage three ǁheŶ FloǇd aŶd Wooldƌidge͛s tǇpologǇ 
was applied as a template to categorise practices deductively into themes within 
the four roles. Additional categories were also noted. Subsequently, in stage four 
the practices identified in the roles were clustered into a set of strategist 
archetypes. Finally, comparisons were made between evidence in the three 
datasets across the seven archetypes identified. 
Key outputs of the analyses of the data included: 
  Thematic open coding: impressions, themes, codes, clusters, 
decontextualisation and recontextualisation 
 Template analysis 
 Word clouds – fƌeƋueŶĐǇ ĐouŶts usiŶg a ͚Ƌuasi-statistiĐal aŶalǇsis stǇle͛ 
(Miller and Crabtree, 1992: 18) 
 Vignettes (Davies, 2014a) 
 Coding trees, matrices and memos across all filmed transcripts; 
comparisons within single interviews, between interviews of the same 
group, from different groups, in pairs (Boejije, 2002: 395). Sources of data 
included interview transcripts and notes and filmed interviews with deans 
for the second and third datasets. 
 Comparisons of similarities and polar opposites (Pettigrew, 1990). 
Initially, the data analysis process was tentative and slow (Dey, 1993). Transcripts 
were content analysed to cluster key themes using open, descriptive, and 
interpretive coding to produce initial and final templates in mind map format. 
“toŶe et al ;ϭϵϲϲ: ϱͿ defiŶe ĐoŶteŶt aŶalǇsis as ͚aŶǇ ƌeseaƌĐh teĐhŶiƋue foƌ ŵakiŶg 
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inferences by systematically and objectively identifying specified characteristics 
withiŶ teǆt.͛ The teĐhŶiƋue of teŵplate aŶalǇsis alloǁs foƌ ͚theŵatiĐ aŶalǇsis that 
balances a relatively high degree of structure in the process of analysing textual 
data ǁith the fleǆiďilitǇ to adapt it to the Ŷeeds of a paƌtiĐulaƌ studǇ͛ ;KiŶg, ϮϬϭϮ: 
426).   
First, an initial template was produced (Appendix 11) using a priori themes (Table 
15) from three sets of transcripts, applying preliminary labels. This was repeated 
and modified to generate clear themes within a hierarchical coding format with 
similar issues clustered. Time, middleness, and boundary spanning emerged as 
integrative themes. Before the full set of 12 transcripts was worked through, 
checks for quality were made with independent coding carried out by two co-
coders to compare and critique results and to clarify any errors. Several categories 
were merged and re-sorted and a few new codes were added to differentiate 
similar activities. A final template (Appendix 12) was generated from coding all the 
transcripts in the first dataset.  
Table 15: Initial template with a priori themes for the first dataset 
A priori themes Descriptions 
Self-perceptions: transitions from scholar to manager, inner locus of control 
Priorities: mandate, positioning, values, drive, strategies 
Levels of: 
autonomy: 
discretion, centre-periphery relations, professional and personal 
constraints 
Achievements: results, impact, perspectives over time of performance 
 
The template analysis informed the interview questions for the second phase of 
the study.  Appendix 13 presents the frequency of word counts visually for the 
seĐoŶd dataset to shoǁ the deaŶs͛ pƌioƌities as ƌefleĐted iŶ the Ŷuŵďeƌ of tiŵes a 
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particular topic was raised in open coding. Word clouds were created to 
summarise the density of attention to certain priorities. The multiple interview 
transcripts with these deans were combined with field notes from interviews 
about them and documentary data to co-produce vignettes on each. These 
accounts included a brief biography, career trajectories, experience in the 
deanship, recommendations to aspiring deans and for individuals who have 
retired or moved to other jobs, and reflections on life after the deanship. The 
Đases pƌoǀided iŶsights iŶto the ͚ǁeďs of sigŶifiĐaŶĐe͛ ;Geeƌtz, ϭϵϳϯ: ϱͿ eaĐh 
individual had spun for themselves, iŶ additioŶ to the ƌeseaƌĐheƌ͛s interpretations 
based on a theoretical framework, and data from other respondents and 
documents. As Golden-Biddle and Locke (1997) advise, these were drafted to 
produce storylines. They were framed by a strategy-as-practice lens with 
iŶteƌestiŶg eǆaŵples gƌouŶded iŶ iŶdiǀiduals͛ everyday experiences of formulating 
and implementing strategy over their tenures. This exercise allowed for depth, 
frequent interactions in several cases over checking facts with the subjects. It 
facilitated an appreciation of how one deaŶ͛s tenure linked to and influenced 
another (e.g. pendulum effect of opposites being recruited in succession). It was 
helpful that Robert Dyson, the dean who had been in post in the 1970s, was 
writing parts of his memoirs (Dyson, 2010) at the same time as I was interviewing 
him.   
Finally, the data analysis (explained in Chapter six) was based on open coding first, 
folloǁed ďǇ ĐodiŶg ǁithiŶ FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ŵodel of 
middle management strategic roles. This included all the transcripts in the first 
study plus the transcripts of the filmed interviews for the deans in the second and 
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third datasets. This process enabled within and cross-case comparisons which are 
detailed in the remaining chapters of this thesis. It allowed for clustering to 
examine similarities and differences, for instance deans from metropolitan 
universities were compared, and comparisons were made between serial deans. 
ͷ. The researcher’s role 
The ƌole of ͚ƌeseaƌĐheƌ as iŶstƌuŵeŶt͛ is iŵpoƌtaŶt iŶ Ƌualitatiǀe ƌeseaƌĐh ǁhiĐh 
recognises the value of subjectivity and relies less on standardised methods than 
quantitative research (Brodsky, 2008). There is an assumption that the inquiry-
based investigator is the best-placed individual to comprehend the complexity and 
volume of data (Lave and Kvale, 1995). Stake (1995: 135) notes that the 
͚[q]ualitative case study is highly personal research. Persons are studied in depth. 
Researchers are encouraged to include their own personal perspectives in the 
interpretation.͛ Moreover, a strategy-as-practice approach to empirical research 
ďeŶefits fƌoŵ the ƌeseaƌĐheƌ͛s proximity to the phenomena being studied. I was 
ĐoŶsĐious of JohŶsoŶ et al͛s ;ϮϬϬϳ: ϲϳͿ three concerns with potential risks. These 
include: (i) contamination with the researcher influencing what is being 
ƌeseaƌĐhed; ;iiͿ ͚goiŶg Ŷatiǀe͛; aŶd ;iiiͿ politiĐal alignment, problems of favouring a 
particular view or individual. These risks were moderated in this research project 
by the use of multiple sources of data, peer review feedback on my conference 
papers related to the theoretical framework and data analysis, my separate work 
location in London, and my reflexivity in maintaining a personal learning log 
(Moon, 2004) where I recorded different types of field notes (Spradley, 1979) on 
my smartphone.   
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As a part-time student registered at the business school being researched in the 
second dataset and as Deputy Chief Executive working full-time at the Association 
of Business Schools where many of the respondents are colleagues, there were 
clear synergies in the research project in terms of ease of access and familiarity. 
Tietze (2012) explored the inter-subjectivity of the researcher-researched 
relationship as an insider-researcher when writing her own doctoral thesis. She 
found it impossible to be a total ͚pƌofessioŶal stƌaŶgeƌ͛ ;Agaƌ, ϭϵϴϭͿ as she shifted 
between her roles as student and colleague in the same institution.  
From a positive perspective, this project supports Brannick and Coghlan͛s (2007: 
67) observation that ͚[t]he higheƌ the status of the researcher, the more access 
she has.' There were, nevertheless, potential pitfalls in being a semi-insider 
although not an employee of the business schools studied, because of possible 
confusion over multiple professional relationships. Merton (1972: 44) emphasizes 
the importance of understanding one's claims whether as an insider or outsider. It 
is important to note that no pressure was exerted on me by members of Warwick 
Business School to portray it in a particularly favourable light. As my professional 
role is to represent all UK business schools, I was able to balance close knowledge 
of the sector with emotional detachment from the personalities involved. Indeed, 
at the Strategic Management Society conference in Rome in 2010 I presented my 
research to a group that included faculty from Warwick Business School. My 
supervisor remarked afterwards that he was pleased the WBS discussants took a 
theoretical interest in my presentation and did not recognise the research setting 
as their own employer. 
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The positive aspect of being a partial insider-researcher is familiarity with the 
jargon and key preoccupations within the sector. It can be less obtrusive, with the 
researcher achieving greater acceptability than a complete outsider. The insider-
researcher can, therefore, develop greater empathy with respondents. The 
disadvantages of being considered an insider-researcher include accusations that 
the investigator does not probe as much as a naïve outsider. As an antidote to 
some of these criticisms, Johnson and Duberley (2003) advocate methodological 
and epistemic reflexivity with the researcher analysing and questioning their 
beliefs and meta-theories. Haverkamp (2005: 147) observes that ͚[t]he 
researcher's values, personal history, and ͞position͟ on characteristics such as 
gender, culture, class, and age are inescapable elements of this inquiry.͛ Pratt 
;ϮϬϬϵ: ϴϱϵͿ adǀises that ͚[o]Ŷe should ďe ǀeƌǇ Đleaƌ aďout oŶe͛s ͞positioŶ iŶ the 
field͛͟ and Anteby (2008) advocates clarity in the relationship between the 
researcher and the researched. 
 
In this thesis the issue of voice is particularly interesting (Hertz, 1997). Stake 
(1995: 12) admits that ͚[u]ltimately, the interpretations of the researcher are likely 
to be emphasized more than the interpretations of those people studied, but the 
qualitative researcher tries to preserve the multiple realities, the different and 
even contradictory views of what is happening.͛ Through the inclusion of direct 
quotations, I have sought to include multiple voices. As Sword (1999: 277) 
suggests, ͚[a]lthough some would criticize the subjectivity that is inherent in 
interpretivist work, no research is free of the biases, assumptions, and personality 
of the researcher. We cannot separate self from those activities in which we are 
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intimately involved.͛ Fendt and Sachs (2008: 430) argue that ͚the intrinsic qualities 
of the researcher are an important determinant of overall research quality.͛ 
Indeed, Kirk and Miller (1986: 21) make no pretence of a neutral researcher; they 
argue that ͚[i]n the case of qualitative observations, the issue of validity is not a 
matter of methodological hair-splitting about the fifth decimal point, but a 
question of whether the researcher sees what he or she thinks he or she sees.͛ For 
them, what matters are currency, resonance, utility, and whether the results of a 
research project appear spurious. Benbasat et al (1987: 371) also acknowledge 
that with case studies the ͚results derived depend heavily on the integrative 
powers of the investigator.͛ For this thesis, my expertise in the setting as a novice 
researcher and experience as a middle manager in a familiar sector have been an 
important part of my motivation on the research journey in reframing the 
apparently familiar, echoing T.S. Eliot (1943b: 59Ϳ: ͚We shall not cease from 
exploration, and the end of all our exploring will be to arrive where we started and 
kŶoǁ the plaĐe foƌ the fiƌst tiŵe.͛ 
6. Ethical issues 
Having considered the dilemmas of being a semi-insider researcher, this section 
considers ethical issues raised by this thesis. May (2001: 59) defines ethics in social 
sĐieŶĐe as aŶ ͚atteŵpt to foƌŵulate Đodes aŶd pƌiŶĐiples of ŵoƌal ďehaǀiouƌ.͛ IŶ 
relation to research governance in the management field, Bell and Bryman (2007: 
72) enumerate ethical principles mentioned in ethics codes in order of frequency: 
harm to participants; informed consent; anonymity; dignity; privacy; 
confidentiality; affiliation; honesty and transparency; deception; 
misrepresentation; reciprocity. Respondents participated voluntarily in this study, 
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although oŶe Ŷeeded soŵe peƌsuadiŶg to ďe filŵed. The details of the suďjeĐts͛ 
private lives were respected, rapport was developed during the interviews, and as 
far as I know, no information was deliberately distorted. 
Other social science researchers, especially in health, where they are subject to 
medical ethics, might be particularly wary about issues of confidentiality in this 
thesis. Wiles et al ;ϮϬϬϴ: ϰϭϴͿ defiŶe ĐoŶfideŶtialitǇ as ͚;ϭͿ Ŷot disĐussiŶg 
information provided by an individual with others, and (2) presenting findings in 
ways that ensure individuals cannot be identified (chiefly through 
aŶoŶǇŵisatioŶͿ.͛ NoŶe of the deaŶs ƌeƋuested aŶoŶǇŵitǇ foƌ theŵselǀes. A key 
argument in this thesis is that deans should be more visible. As public figures 
responsible for the future of business and management education, I argue that 
they should be more open. It would have been confusing to adopt pseudonyms 
and to disguise the individuals who are well-known in the sector by changing their 
characteristics. The integrity of the research would have been compromised since 
the contextualisation of strategizing practices is a key argument in this thesis. The 
position adopted was that often people want their story told (Silverman, 1997; 
Wiles et al, 2006). Personal and institutional branding through story telling is 
integral to the deanship. In his thesis at Warwick University on the political 
leadership of three élite business schools (IMD, INSEAD, LBS), Frageuiro (2007) did 
not disguise details about individual deans or their names.  
Bell and Bryman (2007: 68) also note potential asymmetries that distinguish 
management research from social science research in general and medical school 
ethics in particular: ͚uŶlike ŵaŶǇ otheƌ soĐial ƌeseaƌĐheƌs, the ƌelatioŶships 
between management researchers and their participants are often characterized 
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by a power imbalance that favours the research subject rather than the 
ƌeseaƌĐheƌ.͛ I deǀeloped ĐoŶfideŶĐe iŶ iŶteƌǀieǁiŶg over the course of this study 
and did not feel intimidated by the senior professors I interviewed, although I was 
more circumspect when interviewing the current new dean of the business school 
where I was registered as a doctoral student. 
When conducting this ƌeseaƌĐh, I aiŵed to adheƌe to the UŶiǀeƌsitǇ of WaƌǁiĐk͛s 
‘eseaƌĐh Code of PƌaĐtiĐe that pƌoŵotes ͚the highest staŶdaƌds of iŶtegƌitǇ aŶd 
pƌofessioŶalisŵ.͛ The AĐadeŵǇ of MaŶageŵeŶt͛s ;ϮϬϬϱͿ stateŵeŶt ǁas takeŶ iŶto 
aĐĐouŶt: ͚It is the dutǇ of AĐademy members to interact with others in our 
community in a manner that recognises iŶdiǀidual digŶitǇ aŶd ŵeƌit.͛ WheŶ 
ĐoŶduĐtiŶg aŶd ƌepoƌtiŶg oŶ ƌeseaƌĐh the AĐadeŵǇ adǀises: ͚Đaƌeful desigŶ, 
execution, analysis, interpretation of results, and retention of data. Presentation 
of research should include a treatment of the data that is honest and that reveals 
ďoth stƌeŶgths aŶd ǁeakŶesses of fiŶdiŶgs.͛ This is echoed in the Strategic 
MaŶageŵeŶt “oĐietǇ͛s guideliŶes ;ϮϬϬϴ: ϯͿ that pƌoŵote: ͚iŶtegƌitǇ iŶ the ƌesearch 
process and transparency in the presentation of assumptions, methods, results, 
aŶd ďouŶdaƌǇ ĐoŶditioŶs.͛ I ƌeĐogŶised the Ŷeed to ƌetaiŶ the iŶtegƌitǇ of the 
research throughout all steps in the process. 
Issues of voice and verification of interviews posed other ethical dilemmas in the 
study when co-authoring the vignettes, in particular with the dean who was seen 
as least successful. He requested several changes, which resulted in the deletion 
of a few derogatory comments. Geoƌge BaiŶ stƌessed that the ƌeseaƌĐheƌ͛s ǀoiĐe 
should be acknowledged in the vignettes. Alvesson (2011) reflects on ethical issues 
relating to voice, the ƌeseaƌĐheƌ͛s pƌiǀileged positioŶ, and problems of 
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misrepresentation. He suggests ͚that researchers should have a lot of respect for 
those being studied and refrain from a critical assessment of their interview 
statements, or at least, should be modest and careful when evaluating 
iŶteƌǀieǁee Đlaiŵs to tell the tƌuth, as theǇ see it͛ ;ibid: 147). On the other hand, 
Grinyer (2002) weighs up the pros and cons of participant anonymity and argues 
that ͚[t]he ďalaŶĐe of pƌoteĐtiŶg ƌespoŶdeŶts fƌoŵ haƌŵ ďǇ hidiŶg theiƌ ideŶtitǇ 
while at the same time preventing ͞loss of ownership͟ is an issue that needs to be 
addƌessed ďǇ eaĐh ƌeseaƌĐheƌ oŶ aŶ iŶdiǀidual ďasis ǁith eaĐh ƌespoŶdeŶt.͛ IŶ 
practice, more attributions are made in the direct quotations than originally 
planned in this thesis using a numbering system so the reader can appreciate the 
context within which the speakers are commenting. As the project is based on 
contingency theory, the individuality of narratives matters.  
7. Limitations of a case study approach 
There are clearly merits and potential pitfalls in conducting a qualitative study as a 
lone semi-insider researcher in a single sector. Table 16 highlights FlǇǀďjeƌg͛s 
(2006: 219) list of five misunderstandings and criticisms levelled against case study 
research. It includes examples from this study to justify choices made to ensure 
rigour as well as the reporting of interesting and actionable findings.  
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Table 16: Criticisms made of case study research  
 Issues Commentary on this study 
(a) Theoretical knowledge is more 
valuable than practical 
knowledge. 
Deans as academic practitioners value theories 
to make sense of their experiences. As Lewin 
(ϭϵϰϱ: ϭϮϵͿ suggests: ͚Theƌe is nothing so 
practical as a good theory.͛  
(b) One cannot generalize from a 
single case; therefore, the single-
case study cannot contribute to 
scientific development. 
This thesis includes 24 individual cases. 
Business schools use single institutional case 
studies as artefacts for teaching routinely, and 
academics understand the power and 
limitations of this approach (Contardo and 
Wensley, 2004). There is scope for 
transferability to middle managers in other 
knowledge intensive organisations such as 
professional service firms. As business schools 
represent academic departments that are 
distinctiǀelǇ ͚ďusiŶess-like͛, in a more 
competitive higher education environment. 
Lessons learned in this study may apply to 
other middle manager academics in the future. 
(c) The case study is most useful for 
generating hypotheses, whereas 
other methods are more suitable 
for hypotheses testing and 
theory building. 
The purpose of the research was to explore 
and extend an existing theoretical model in a 
particular context of a non-profit 
professionalised business unit and not theory 
building. 
(d) The case study contains a bias 
toward verification. 
The emphasis here is not on corroboration but 
exploration of issues and behaviours. 
(e) It is often difficult to summarize 
specific case studies. 
Filmed interviews and vignettes from this 
study are available on the web. 
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8. Summary and conclusion 
This chapter has considered the benefits of using in-depth cases studies to 
generate rich insights into upper middle managers͛ strategizing behaviours. 
Chapter five has acknowledged the limitations to generalisability within an 
interpretivist paradigm. To explore the strategizing practices of the key 
respondents, a representative sample of subjects and their colleagues, with one-
to-one, face-to-face interviews as the dominant method supplemented by 
documentary data was used to understand the contingencies influencing Floyd 
aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ four middle management strategic roles in a 
professionalised context. There has been continuous dialogue in the research 
process between the theoretical concepts, empirical data, and analysis (Eriksson 
aŶd KoǀalaiŶeŶ, ϮϬϬϴͿ iŶ aŶ atteŵpt to ďalaŶĐe ͚ƌigouƌ, ƌeleǀaŶĐe aŶd 
pƌagŵatisŵ͛ ;Daƌke et al, ϭϵϵϴ: ϮϳϰͿ. 
The purpose of Chapter five has been to convey insights into the research choices 
made in conducting this project. This chapter has highlighted the key strategies, 
design, methodologies, and methods selected for data collection, and the debates 
underpinning these decisions. The following empirical chapters in this thesis 
provide descriptions of the data obtained to answer Patton͛s ;ϮϬϬϮ: 103) appeal 
(Figure 13Ϳ: ͚just tell us just ǁhat Ǉou saǁ.͛ Chapteƌ siǆ details the ĐodiŶg pƌoĐess 
and data analysis. Chapter seven explains linkages in the data between practices, 
roles, contingencies, and archetypes to make sense of the everyday practices of 
business school deans as hybrid upper middle manager strategists over time. 
Chapter eight discusses the research findings more broadly. 
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Figure 12: CaƌtooŶ. ͚Please just tell us ǁhat Ǉou saǁ͛  
 
 
  
(Patton, 2002: 103) 
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CHAPTER SIX: DATA ANALYSIS AND CODING 
This seĐtioŶ eǆplaiŶs the ĐodiŶg pƌoĐesses. IŶ the aďseŶĐe of a geŶeƌallǇ ͚aĐĐepted 
͞ďoileƌplate͟ foƌ ǁƌitiŶg up Ƌualitatiǀe ŵethods aŶd deteƌŵiŶiŶg ƋualitǇ͛ ;Pƌatt, 
2009: 856), the data analysis followed the ͚Gioia ŵethodologǇ͛ (Langley and 
Abdallah, 2011; Gioia et al, 2013: 26). This is based on traditional grounded theory 
(Strauss and Corbin, 1990). It entailed initial data coding using respondent-centric 
terms recorded comprehensively within each case (Miles and Huberman, 1994). 
The first phase was followed by listing second-order, theoretical terms of practices 
identified in the data and categorised in the four middle management roles which 
were examined in greater depth (Strauss and Corbin, 1990). These were then 
distilled into overarching dimensions based on theoretical concepts to generate 
archetypes.  
Tabular displays (see Tables 1ϳ  Ϯϯ) were generated to present the evidence 
visually based on a data structure of the terms, conceptual themes, and aggregate 
dimensions which emerged from an abductive research approach. Through 
inductive and deductive analyses (Alvesson and Kärreman, 2007: 1269), axial 
coding was used, i.e. ͚a set of pƌoĐeduƌes ǁheƌeďǇ data aƌe put ďaĐk together in 
Ŷeǁ ǁaǇs afteƌ opeŶ ĐodiŶg, ďǇ ŵakiŶg ĐoŶŶeĐtioŶs ďetǁeeŶ Đategoƌies͛ ;“tƌauss 
and Corbin, 1990: 96). The ƌeseaƌĐheƌ͛s ĐoŵŵeŶtaƌy was then provided on key 
quotations to highlight the interplay of contingencies that impacted on the 
subjects. These included variations in institutional autonomy, government policy, 
prevailing prosperity or austerity impacting on the higher education sector 
(specifically business schools), the degree of knowledge intensity in teaching or 
research focused cultures, etc.  
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The five stages of the coding and data analysis process are outlined in Figure 13. 
The initial exploratory, inductive phase focused on open and first-order coding by 
identifying strategizing activities within each of the 24 cases of mid-level strategist. 
The purpose of the inductive qualitative analysis in stage two was to derive 
dimensions based on the macro, micro, and meso level contingencies influencing 
these strategizing practices using second-order coding. In the third stage, Floyd 
aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ fouƌ paƌt ŵodel of stƌategiĐ ŵiddle 
management roles was applied to the list of behaviours as a template. Practices 
were deductively coded into second-order themes within the four roles across the 
cases. The fourth stage involved generating a taxonomy of ideal types of hybrid 
middle management strategist from the bundles of practices within each role that 
were shaped by the five contingent dimensions highlighted in stage two. Finally, 
comparisons were made that examined differences between the seven archetypes 
in Table 24. Four archetypes of strategist emerged that mirrored activities in Floyd 
aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ fouƌ ƌoles and three additional archetypes 
emerged. 
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Figure 13: Stages in the coding and data analysis 
 
1. Coding for each archetype 
Tables 17  23 display the first- and second-order coding for the roles and 
archetypes. Table 24 makes cross-archetype comparisons with commentary on the 
contingencies evidenced within these ideal types. An asterisk denotes comments 
from secondary respondents. 
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Table 17: Coding for facilitating adaptability, Dealmaker archetype 
Direct Quotations: Facilitating Adaptability First-order  
Second-
order  
Themes 
I got tremendous enjoyment out of changing the 
institutions I was in.  
changing Changing 
 
The biggest challenge is to influence the people 
Ǉou͛ƌe ǁoƌkiŶg ǁith.  influence   
Don't be afraid of experimentation, trying things, and 
aďaŶdoŶiŶg theŵ if theǇ doŶ͛t ǁoƌk. experimentation   
I need to shake up my senior team. We've been a bit 
complacent. 
shake up 
  
There was a genuine motivation on my part to see 
what I could do to make a difference to the school 
basically. 
make a 
difference   
I͛ŵ passioŶate aďout applǇiŶg learning, applying 
research to solutions and developing individuals. 
learning 
  
As a geŶuiŶe oďjeĐtiǀe, ǁe͛ƌe Ŷot tƌǇiŶg to ďe a pale 
copy of our competitors but to strike out and be fresh 
and innovative. 
innovative Innovating INNOVATING 
That ability to be open minded and import ideas is 
really important. 
import ideas  
  
What energised me most was engaging with others 
about their ideas.  
ideas 
  
I re-invented myself, developing a higher level of 
emotional intelligence. 
reinvented 
  
Our main focus was to improve programme 
recruitment and quality. 
quality Quality 
 
“iŶĐe ďeĐoŵiŶg deaŶ, I͛ǀe doŶe no personal 
scholarship. 
scholarship 
  
The business school deanship has become a far more 
professional and well recognised role. 
professional 
  
Remember, always look outwards rather than 
inwards.  
look outwards Prospecting 
 
With him, every conversation is a negotiation.*  negotiation Negotiating 
MEDIATING 
I did a lot of arbitrations and mediations. mediations 
 If Ǉou͛ƌe goiŶg to get aŶǇthiŶg doŶe Ǉou Ŷeed to foƌŵ 
partnerships. 
partnerships 
  
I͛ǀe got at least ϱϬ plates spiŶŶiŶg, thiŶgs that people 
will drop by about, fire me emails, and  live projects, 
juggling a huge breadth of things. 
juggling Balancing 
 
You just ĐaŶ͛t Ŷot do ŵaƌkets, Ǉou ĐaŶ͛t Ŷot do 
building staff, you know. You've got to get it right in 
terms of the balance. 
balance 
  
See yourself in the middle of a variety of stakeholder 
relationships. Delegation is very important – keep 
really in contact with key people. 
delegation Delegating 
 
Deans have become much more engaged with the 
business community. 
engaged 
  
Leading a European business school is about 
managing heterogeneity. 
heterogeneity Plurality 
 
You learn to want to nurture people, to move them 
on.  
nurture Nurturing 
SUPPORTING 
He was like a runaway train, huge energy. * energy 
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The first thing you have to do is listen, try to get some 
accommodation.  
listen 
  
You ĐaŶ͛t ĐoŵŵaŶd people to ďe iŶŶoǀatiǀe. Support 
them with how they might build that extraordinary 
advancement of knowledge. 
support 
  
What I most enjoyed is the way you can develop 
people͛s Đaƌeeƌs.  develop   
Everyone in positions of responsibility needs a club of 
people. You can learn from and help each other. 
help each other 
  
Every member of my top team blocks off time for 
research and we cover for each other. We are entirely 
respectful of eaĐh otheƌ͛s fƌee tiŵe. 
respectful 
  
One of the big things to build teams is to ensure you 
get the right people in the right roles, clarify 
expectations, and work together. 
build teams 
Team 
building  
 
The data in Table 17 suggest Dealmaker archetypal behaviours include supporting 
others by mediating and innovating. This type focuses on facilitating adaptability 
and is characterised by being open to new ideas, and supporting experiments and 
innovation by mediating between people. The strategizing capability involved in 
facilitating activities relies on how loosely coupled the SBU is from the centre, the 
aŵouŶt of slaĐk aǀailaďle to ͚plaǇ͛, to eǆploƌe Ŷeǁ ideas aŶd ŵodels. These 
activities are also influenced by more intense industry dynamics forcing middle 
managers to differentiate. It may be a struggle for upper middle managers to 
behave sufficiently confidently at an early point in their tenure to enable 
adaptations of their mandate on appointment. It could be argued that the greater 
research selectivity and knowledge intensity required to play conservative 
publications games in addition to quality assurance, accreditation and media 
rankings games are constraining deans to play safe, to focus on compliance, and 
even to kill ideas rather than seek to add value. The Dealmaker type is engaged in 
activities that involve mentoring, coaching, partnering, making trade-offs, and 
developing future generations. The downside is that a Dealmaker may focus on 
the negotiating process rather than on the results.  
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Table 18: Coding for synthesizing information, Deliberator archetype 
Direct Quotations:                    
Synthesizing Information 
First-order 
Second-
order  
Themes 
We have themes for a strategy, 
memorable acronyms.   
acronym Combine 
COMBINING 
We actually control the agenda very 
carefully. 
agenda 
 
I loved the intellectual association 
with different departments.  
association Join 
 
Working with the Royal Shakespeare 
Company changes the cocktail.  
cocktail 
  
I merged the graduate school with 
the main school, tidied it up. 
merged 
  
You have to do it by engagement and 
by listening.  
engagement 
  
Future deans should look at 
partnerships in a fast changing 
world. 
partnerships 
  
There was onus on the dean to 
articulate a coherent strategy. 
coherent Unify 
 
It was a process of consolidating 
after my predecessor's hares.  
consolidating Concentrate 
 
I have simplifying devices: market 
segmentation, different businesses, 
academic groups. 
simplifying 
devices   
The portfolio model is more resilient 
in a downturn. 
portfolio Formulate 
 
There were important questions 
about balancing student types.   
balancing Simplify 
 
By the time I arrived, my team was 
figured out.  
figured out Interpret 
UNDERSTANDING Theƌe͛s Ŷo meaning without 
context.  
meaning 
 
After all the listening and 
understanding, you switch to 
activity.  
understanding 
  
How are we framing management 
problems so people learn? 
framing Frame 
 
I formulate strategy in an academic 
way by writing a paper.   
paper 
  
The shared purpose is what keeps us 
all together.  
purpose 
  
Structure meetings so people have 
information to decide. 
information Intelligence 
 
Moving around with consulting and 
international experience, you collect 
a lot of wisdom. 
consulting 
  
I get good feedback from certain 
people. 
feedback 
  
You must manage internally and be 
visible, give academic and business 
direction, build brand, gather 
intelligence 
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intelligence, recruit students, visit 
potential or existing clients. 
I know the detail and I have a map in 
my mind. 
map Simplify 
 
My model is to hire the best people 
and let them run.   
model 
  
The best deans have a clear shared 
vision with a specific agenda.   
vision Vision 
 
The important thing is to synthesize 
and achieve consensus. 
consensus Assimilate 
 
At meetings ideas need to be put into 
an action plan with targets. 
action plan Plan 
DECIDING 
In this particular university you must 
be brief and well briefed. You get 
attention with a well formulated 
plan. 
plan 
 
They want deans to keep the cash 
cow rolling and do something 
iŶŶoǀatiǀe. That͛s the code. 
code Aims 
 
Keeping your goals to the fore is 
absolutely vital.   
goals 
  
It was about dealing with strategic 
positioning. 
positioning 
  
We had away days. Sometimes these 
were supported.  
away days Agree 
 
In year 1 I was focusing on strategy 
and structure, year 2 on systems, 
year 3 on staffing, years 4 and 5 I was 
focusing on shared values.   
focusing 
  
You do need to be very clear about 
prioritising your time.  
prioritising 
  
My first lesson in strategy was about 
an alternative approach.  
approach Shape 
 
The two greatest challenges are: (1) 
the market and (2) bringing the 
school with you.  
challenges 
  
 
In contrast with the Dealmaker, the Deliberator may be perceived as more 
thoughtful, considered, cerebral, keen to see patterns in diverse data, however, 
this role still requires interaction to collect intelligence. Dealmakers may perceive 
Deliberators as slow. Deliberators may regard Dealmakers as unreflective and 
overly pragmatic. 
‘espoŶdeŶts͛ ĐoŵŵeŶts iŶdiĐate that the Deliberator archetype is focused on 
combining different sources of data to gain a better understanding for decision 
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making. Deliberators concentrate more on analysis, synthesis, and closure, 
divergent activities, than the Dealmaker or Debater. For business schools, brand 
and reputation management are very important for legitimising the offering. 
Deans, however, must avoid confusing their own rhetoric, which is used to boost 
reputation and confidence and sales, with reality. Deliberators seek to combine 
information from diverse sources to help them understand patterns so they can 
ƌeaĐh a deĐisioŶ oŶ the ŵaŶdate aŶd the ǁaǇ foƌǁaƌd. The ĐoŵŵeŶt that ͚theƌe is 
no ŵeaŶiŶg ǁithout ĐoŶteǆt͛ (echoing Mishler, 1979) was repeated multiple times 
by one respondent [D12/17]. Deliberator hybrid managers gain insights from the 
cross-fertilisation of ideas and ideally avoid paradigm traps by seeing things from 
different angles. The risk of the Deliberator type of strategist is inaction.  
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Table 19: Coding for championing alternatives, Debater archetype 
Direct Quotations:                            
Championing Alternatives 
First-order  
Second-
order  
Themes 
I'm chief sales officer. sales Selling 
SELLING 
  
Never criticise your institution. You have 
to be positive but know the difference 
between rhetoric and reality. 
be positive 
 Night after night, you have to turn up at 
social events, hand shaking events, 
bragging about how wonderful the place 
is. 
 bragging   
  
See yourself in the middle of a variety of 
stakeholder relationships. Keep in contact 
with your supporters in industry. 
supporters Supporting 
 
I͛ŵ aŶ enthusiastic optimist so I always 
think there will be a solution and I always 
feel one can get people involved. 
enthusiastic Enthusing 
 
All that extroverting. You have to be 
somebody that people respect and are 
willing to go and talk to. 
extroverting 
 
 
One of greatest challenges is the market 
and trying to position oŶe͛s sĐhool iŶ the 
market in a sustainable way. 
position Persuading 
 
I͛ŵ Ŷot goiŶg to ďe ďeateŶ - comes back to 
winning again. 
winning Triumphing 
 
Celebrating your victories is very, very 
important. You notice I use the word 
͚ǀiĐtoƌǇ͛ ďeĐause Ǉou͛ƌe at ƌisk so ofteŶ. 
celebrating 
 
 
It͛s Ƌuite iŶteƌestiŶg this debate about 
what business schools are going to be like 
ďeĐause ǁe͛ƌe Ŷot goiŶg to ďe aďle to 
carry on as we are, taking in all these 
overseas students. 
debate Rhetoric 
 
The other thing that, you know, is really 
very important is the legitimacy of the 
business school in the context of the 
university. 
legitimacy Supporting CONVINCING 
I thiŶk it͛s iŵpoƌtaŶt to ĐoŵŵuŶiĐate, to 
bring people on side so we achieve a 
critical mass of support for the strategy. 
support 
  
When we were centralised it required you 
to argue your case to a different 
community and to persuade a group of 
senior peers who were not part of the 
business school. 
persuade Persuading 
 
It͛s ďǇ faƌ the ŵost iŶteƌestiŶg joď I͛ǀe 
ever had. You can really influence change 
Ƌuite sigŶifiĐaŶtlǇ. AŶd I thiŶk that͛s fuŶ.  
influence Influencing 
 
With him, every negotiation is a 
conversation. * 
converse Conversing 
NARRATING 
We had some good people. You could 
have a good chat with everyone. 
chat 
 
He's very good at small talk, down-to-
earth, chats with everyone. 
small talk 
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I listeŶ to people oŶ the ǁaǇ so I͛ŵ 
consultative. I͛ǀe ďeeŶ a ĐoŶsultaŶt foƌ a 
long period of time. 
consultative   
 
It͛s ƌeallǇ tƌǇiŶg to fiŶd the ƌight plaĐe aŶd 
where the narrative of the school gets the 
most traction. 
narrative Narrating 
 
I come with certain skills in terms of 
advocacy and public speaking that allow 
me to speak with a degree of confidence 
and, you know, command respect. 
public 
speaking 
  
 
You cannot, you cannot, on threat of pain 
and death, tell people what to do. 
tell   
 
There was onus on the dean to express 
and articulate a sort of coherent strategy 
that people would buy into. 
articulate Asserting 
 
You have to be brief and well briefed. * brief Connecting 
 
You have to have people engaged in the 
constant dialogue and debate which shifts 
and changes and explore those strategic 
priorities and refine them.  
engaged 
 
 
 
The data in this study show that the Debater enjoys narrating the proposition and 
vision, convincing others of the merits of the enterprise and selling it to different 
stakeholders. The Debater tends to enjoy verbal exchanges and storytelling. These 
practices are used to engage others in the process of issue selling to convince 
them of strategic choices. Debating in the Dealmaker type complements 
deliberation in the Deliberator archetype to help construct the strategic vision and 
gain support as part of facilitation. George Bain compares a dean with a 
supermarket trolley, joking that business school deans can take more food and 
drink to sell the business school at dinners but are harder to steer. 
Deans need to interface between boundaries and to reconcile tensions in 
discussions. As mid-level leaders they need to find family resemblances in multiple 
language games (Wittgenstein, 1953) amongst the different mindsets of 
professionals with often opposing goals. Floyd and Wooldridge (1996: 98) state 
that ͚effeĐtiǀe iŵpleŵeŶtatioŶ ƌeƋuiƌes ŵiddle ŵaŶageƌs ǁho ĐaŶ lead the 
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process of translating abstract strategies into priorities that can be understood at 
lower levels...middle managers must learn to communicate in two separate 
languages.͚ Floyd and Wooldridge (ibidͿ aƌgue that ͚top eǆeĐutiǀes aŶd opeƌatiŶg-
leǀel peƌsoŶŶel speak sepaƌate laŶguages͛ ǁhiĐh ŵeaŶs that ͚ŵiddle ŵaŶageƌs 
must leaƌŶ to ĐoŵŵuŶiĐate iŶ tǁo sepaƌate laŶguages͛ ;iďid: ϵϵͿ ǁheŶ ͚tƌaŶslatiŶg 
stƌategǇ iŶto aĐtioŶs͛ ;iďid: ϭϬϭͿ. Gallos ;ϮϬϬϮ: ϭϳϱͿ poƌtƌaǇs the deaŶ͛s ƌole as 
͚ďiĐultuƌal aŶd ďiŵodal iŶ Ŷatuƌe [haǀiŶg to] adheƌe to the Đultuƌe of the aĐadeŵǇ 
and the corporate-iŶfoƌŵed Đultuƌe of adŵiŶistƌatiǀe peƌfoƌŵaŶĐe.͛ In research 
iŶteŶsiǀe ĐoŶteǆts, deaŶs͛ ƌeseaƌĐh peeƌs ǁhoŵ theǇ ͚ŵaŶage͛ ŵaǇ opt out to 
focus on their own personal research, unconcerned about the strategic issues of 
their own employing organisations. Through persuasive talk and covert leadership 
(Mintzberg, 1998) activities, deans can try to move such cosmopolitans (Gouldner, 
ϭϵϱϳ, ϭϵϱϴͿ fƌoŵ ͚ďǇstaŶdeƌs͛ ;Edmonstone, 2003Ϳ to ͚plaǇeƌs.͛  
There is a risk, however, of Debaters talking at the expense of action. Hambrick 
aŶd Fukutoŵi ;ϭϵϵϭͿ suggest that deďate ŵaǇ lesseŶ oǀeƌ aŶ eǆeĐutiǀe͛s teŶuƌe. 
This is suppoƌted ďǇ BedeiaŶ͛s ;ϮϬϬϮͿ sǇŶdƌoŵe of the ͚deaŶ͛s disease͛ 
(groupthink, Janis and Mann, 1977Ϳ ǁheƌe the deaŶ͛s teaŵ fails to ĐhalleŶge the 
dean who over time becomes worn down by the role and thus does not question 
the status quo or reinvent the prevailing strategy.  
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Table 20: Coding for implementing deliberate strategy, Doer archetype 
Direct Quotations: Implementing 
Deliberate Strategy 
First-order  Second-order  Themes 
[In the 1980s] our main focus on 
programmes was to improve 
recruitment and the quality of those 
programmes - which we did.  
improve Enhancing CHANGING 
We were working in kinder and gentler 
times. Now the pace is relentless.  
pace Expediting 
 There were quite important questions 
about balancing types of student. 
balancing Mediating 
 One of the things I was most proud of 
was devolved budgeting. 
devolved Reforming 
 He merged the two units to balance 
the risks and there was a bloodbath. * 
merged   
 The school had become complacent so 
strong decisive action was required. 
action   
 The team is very important, getting the 
structure of the team right. 
structure   
 You must be absolutely disciplined 
about time and big pieces of work. 
disciplined Controlling 
 We have regular senior manager 
meetings on our KPIs so we keep 
control. 
control   
 I͛ǀe got Ϯϱ performance objectives. performance    
 Some people want to be deans but 
they just don't have the can do. 
can do Executing 
 I came in to arrest the decline, fix it 
and move on.   
fix Controlling 
CONTROLLING 
I͛ŵ ruthless about blocking time for 
personal research and major meetings.  
ruthless   
 Follow through, accountability, 
monitoring are very important. 
accountability Monitoring 
 It's very important to get feedback 
informally, from the stories people tell. 
feedback 
 
 You have to ensure the quality of 
everything you deliver. 
quality 
 
 I wanted to win at all costs, I was 
highly competitive. 
win Satisfying 
 Getting triple accreditation has been a 
key issue for differentiation. 
accreditation Achieving 
COMPLETING 
We don't do gentle, there's no time, 
we just have to get things done. 
get things 
done  
 We͛ǀe hiƌed outstaŶdiŶg ǁoƌld-class 
professors and the result has been a 
tangible increase in the quality of 
research output. 
result 
 
 I set clear targets for everyone and we 
have an aggressive hiring programme. 
targets 
 
 We have a clear performance 
management system.  
performance  Performing 
 I think we all like to criticise the 
rankings but we still play the game.  
rankings 
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I made it incredibly profitable. profitable 
 
 The biggest issue is challenges to the 
competence of our products. 
competence 
 
 You ĐaŶ͛t fail a ƌeaĐĐƌeditatioŶ ǀisit, 
Ǉou ĐaŶ͛t let Ǉouƌ ƌeĐƌuitŵeŶt Đollapse. 
You͛ǀe got to finish an RAE, you must 
accomplish that.  
finish Completing 
 My role is always the same – strategic 
change agent, turnaround specialist. 
turnaround 
 
 We had to close down the caravan 
parks of research centres that had 
proliferated. 
close down 
 
 It͛s alǁaǇs the saŵe foƌŵula: cutting 
costs, reducing headcount, making a 
surplus. 
cutting costs 
 
  
From coding evidence that fits the Doer archetype, strong tendencies were 
evident in some respondents to want to control activities and thereby achieve 
strategic change by completing strategic goals such as accreditations and rankings 
targets. The action and results bias of the Doer who focuses on tasks (Blake and 
Mouton, 1972) and on executing strategy may be at the expense of adopting a 
Deliďeƌatoƌ͛s ƌefleĐtiǀe pƌaĐtitioŶeƌ ŵode ;“Đhön, 1984). Unconsidered 
implementation without regard for the consequences can be risky. The data 
suggest that the Doer͛s atteŶtioŶ is paid to Đlosuƌe aŶd oŶ shutting down 
distractions from the core strategy. The Doer archetype is interested in controlling 
and finishing, the implementation of changes in contrast with reflecting on blue 
skies options perhaps like the Deliberator. Some respondents suggested that there 
is little poǁeƌ iŶ the deaŶ͛s suite eǆĐept foƌ the iŶĐuŵďeŶt͛s peƌsoŶal iŶflueŶĐe. 
Doers, therefore, need to develop credibility and not rely on position power 
(French and Raven, 1959). It seems fƌoŵ the data that ŵaŶǇ deaŶs͛ liǀes aƌe 
driven by peer review accreditation visits, media rankings, and the bottom line 
which provide clear performance targets but the deans needs a team to achieve 
these. One post 1992 Doer type dean said he can demand that everyone attend a 
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staff meeting which he suspected was not the case in a research intensive 
university business school. In the second dataset, the Doer type ensured much 
higher levels of faculty attended staff meetings than his predecessors who allowed 
the situation where more managerial than academic staff participated.   
In terms of contingencies, hybrid managers in post 1992 cultures (where there is 
less research intensity and deanships may be permanent appointments) appear to 
be more managerial than their counterparts in research cultures who may act 
more like research managers. The latter have to consult more about major 
strategic issues where there is a high performance culture and highly mobile talent 
who need to be persuaded and nudged into action rather than told. Centre-
periphery relations tend to be tightly controlled during times of austerity to 
exploit resources. In such an environment, Doer archetypes harness the urgency in 
a crisis to get things done. As their tenures progress, Doers may become impatient 
to wrap up details and achievements before they move on to new positions. As 
industry dynamics become fiercer over time, the rules of the game become more 
explicit and the context operates at a higher, unforgiving velocity. In these 
circumstances, short-term strategies and ruthless behaviours to deliver results 
may favour the Doer type. HaŵďƌiĐk aŶd Fukutoŵi͛s ;ϭϵϵϭͿ fiǀe seasoŶs ŵodel 
suggests, however, that dysfunction may arise over time as the incumbent loses 
their drive and interest. Table 21 refers to FSCI, the four roles of facilitating, 
synthesizing, championing, and implementing (Floyd and Wooldridge, 1992, 1994, 
1996). 
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Table 21: Coding for the Dynamo archetype 
Direct Quotations: Dynamo Archetype First-order 
Second-
order  
Themes 
It was like a runaway train, the pace was relentless. pace Speed GO-GETTING 
I run meetings in a very structured way and I am a very 
forceful chairman. I warn people when I start, unless 
theǇ kŶoǁ ŵe ǁell, that I͛ŵ goiŶg to push and push and 
push. What I͛ŵ alǁaǇs tƌǇiŶg to do is to Đaptuƌe a poiŶt, 
sum up and see if people really agree. (F) 
forceful Push 
 
I͛ŵ the Đhief sales officer. (C) sales 
  I͛ǀe puƌsued aŶ aggressive hiring programme. aggressive 
  Most people aĐĐept that the iŶstitutioŶs I͛ŵ iŶ changed 
considerably during the time I was there. (I) 
changed 
considerably   
I foƌŵulate stƌategǇ iŶ aŶ aĐadeŵiĐ ǁaǇ. You doŶ͛t 
really know about a subject until you write an essay 
about it. You should always collect your thoughts. After 
talkiŶg to a ƌaŶge of people, I͛ǀe alǁaǇs sat doǁŶ aŶd 
written a paper. I begin by writing first of all and 
collecting my thoughts and then beginning to 
promulgate the message. (S) 
collect your 
thoughts 
 
An extreme upper middle manager (UMM) archetype is the Dynamo who is 
represented in the data as the obverse of the Drifter. This archetype encompasses 
aĐtiǀities iŶ all fouƌ of FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ƌoles.The 
Dynamo is an energiser who makes powerful partnerships and consults and 
supports others to facilitate change. This type demonstrates high commitment 
and drive, a passion for what they do with a strong focus on performance 
management to get things done. There are dangers of being overly heroic. This 
archetype is often regarded as a powerhouse, indefatigable, and working 
prodigiously long hours. The Dynamo appears to be intensely curious and sustains 
high levels of intellectual energy. One exemplar talked about his strong 
negotiating experience, his loud gregarious manner yet his need to write and 
disseminate stƌategǇ papeƌs iŶ aŶ ͚aĐadeŵiĐ ǁaǇ.͛ He ǀieǁed hiŵself as the Đhief 
sales person and was very interested in military strategy. His strategizing practices 
in the role included making to do lists, signing off check lists, and chasing to ensure 
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action points were implemented, which impressed his senior administrator in 
ways that the other five deans she worked for did not. 
Dynamo middle managers appear well placed to deal with industry hyper-
competition to drive the pace of reform and deliver new models. Contexts of 
pioneering ambitions and expansion are appropriate for institution builder middle 
managers. In periods of consolidation and retrenchment, however, the Dynamo 
may not fulfil their promise. One of the long-time retired Dynamos who appeared 
to exemplifǇ this ďalaŶĐiŶg aĐt ǀeƌǇ suĐĐessfullǇ iŶ the ϭϵϴϬs adŵitted, ͚it͛s hoƌses 
foƌ Đouƌses.͛ He felt that he ŵight Ŷot haǀe aĐhieǀed suĐh a dƌaŵatiĐ aŶd 
successful turnaround in an immediate post 2008 financial crisis world. 
It would seem from the evidence here, therefore, that the Dynamo appears aware 
of the fluidity of events and the constant tensions within the professionalised 
ďusiŶess uŶit. It helps if theǇ adopt Eǀetts͛ ;ϮϬϬϯ: ϰϭϮͿ peƌspeĐtiǀe that 
͚pƌofessioŶalisŵ, as ďoth Ŷoƌŵatiǀe ǀalue sǇsteŵ aŶd ideology of control, needs 
to ĐoŶtiŶue to ďe ĐoŶtested aŶd ĐhalleŶged.͛ The Dynamo archetype also reflects 
BƌoǁŶ aŶd EiseŶhaƌdt͛s ;ϭϵϵϳ: ϮϵͿ oďseƌǀatioŶ aďout ĐoŵpleǆitǇ leadeƌship: ͚Like 
organizations, complex systems have large numbers of independent yet 
interacting actors. Rather than ever reaching a stable equilibrium, the most 
adaptive of these complex systems (e.g., intertidal ones) keep changing 
continuously by remaining at the poetically termed "edge of chaos" that exists 
between order and disorder. By staying in this intermediate zone, these systems 
Ŷeǀeƌ Ƌuite settle iŶto a staďle eƋuiliďƌiuŵ ďut Ŷeǀeƌ Ƌuite fall apaƌt.͛ DǇŶaŵos 
are constantly interacting and dealing with their fluid middle position in the 
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organisation while formulating and finalising strategy amidst centripetal and 
centrifugal forces.  
Table 22: Coding for the Defender archetype 
Direct Quotations: Defender Archetype First-order  
Second-
order  
Themes 
Having a fantastic PA is a good part of the job. For 
example, when I was writing the book, she used to 
protect one day a week when I would go and do 
research in the British Library. This time was 
sacrosanct, you know, literally only the vice 
chancellor could disturb me. 
protect Protecting PROTECTING 
Very often universities use their business schools to 
cross subsidise other departments which are not 
doing so well. This causes a lot of resentment in the 
ďusiŶess sĐhool itself aŶd it͛s soŵethiŶg that Ǉou 
have to fight against. 
fight 
against   
I͛ŵ iŶĐƌeasiŶglǇ defending the school against the 
ĐeŶtƌal uŶiǀeƌsitǇ͛s iŶĐuƌsioŶs. defending   
Things escalate so rapidly to the dean and you have 
to work hard to deflect this. 
deflect 
  
 
Miles and Snow (1978: 29) define Defender organisations as places where 
ŵaŶageƌs ͚aƌe highlǇ eǆpeƌt iŶ theiƌ oƌgaŶizatioŶ͛s liŵited aƌea of opeƌatioŶ ďut 
do Ŷot teŶd to seaƌĐh outside theiƌ Ŷaƌƌoǁ doŵaiŶs foƌ Ŷeǁ oppoƌtuŶities.͛ 
Evidence in this thesis points to Defender strategist types being unimaginative, 
protective, playing safe, and seeking stability. They tended to be inward looking 
and did not seek to deviate much from existing strategy. On the positive side, 
DefeŶdeƌ tǇpe ŵaŶageƌs ǁeƌe desĐƌiďed iŶ teƌŵs of a ͚stƌoŶg ŵoƌal Đoŵpass͛ aŶd 
͚safe paiƌ of haŶds͛ in realising incremental changes. From a negative perspective, 
theǇ ǁeƌe poƌtƌaǇed as dull foot soldieƌs, iŶteƌfeƌiŶg, aŶd like “hakespeaƌe͛s 
Polonius in Hamlet, full of ͚ǁise͛ saǇiŶgs ďut Ŷot ƌadiĐal oƌ suffiĐieŶtlǇ iŵagiŶatiǀe. 
As hybrid managers, Defenders were generally viewed as measured, liking order 
and careful, keeping their own counsel. They tended to keep the centre at bay and 
smooth over conflict. The examples in the data included individuals in the role as 
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interims typically or on three year contracts at the beginning or end of their 
careers. Those who were perceived as more successful were operating in the early 
days of the industry without hight levels of sophistication or pace, or before 
internal reforms in the unit when there was more scope for their successors to 
build on a blue ocean strategy (Kim and Mauborgne, 2005). 
Table 23: Coding for the Drifter archetype 
Direct Quotations: Drifter Archetype First-order  
Second-
order  
Themes 
We had away days, sometimes those were supported 
and sometimes less so. In those days a number of 
barons used to ensure their own endeavours were 
prioritised.  
sometimes Tentative TRYING 
I was trying to identify opportunities, hearing what 
colleagues had to say, of course. But one felt one 
needed to provide some leadership in terms of putting 
forward ideas rather than simply waiting to hear what 
others were saying. 
trying 
 
 In those days it was quite a centralised regime. We 
had not as much autonomy as perhaps one has these 
days.  
regime 
 
 There are not enough hours in the day but you try to 
maximise the number of hours that you do use for 
your research and for your scholarship. 
not 
enough  
  
The non-strategist or anti-strategist is apparent in comments by and about Drifter 
archetypes. These individuals are unfocused, they are not team players or 
coalition builders. Their behaviours are usually unreflective, unsupported, and 
they fail to heed and act on advice. They seem unable to create focus or closure. 
Their tenures are typified by unrealistic, unconsidered, and unrealised aims, with 
considerable role strain (Goode, 1960) and involuntary or early exit. They are 
concerned about being liked rather than about driving through change. Often 
Drifters hate their job by the end of their tenures as they worry more and start to 
understand that their personal intentions to be strategic cannot be unrealised. 
‘espoŶdeŶts ŵade ĐoŵŵeŶts oŶ Dƌifteƌs suĐh as ͚he Ŷeǀeƌ got it͛ oƌ ͚he lost it͛ to 
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describe the hapless behaviours of these individuals. Drifter types appeared to 
operate as lone rangers in an adhocracy, lacking political acumen or self-
awareness despite convivial or urbane personas. Drifters eventually find that their 
͚folloǁeƌs͛ do Ŷot gƌaŶt theŵ peƌŵissioŶ to ďe leaders (DeRue, and Ashford, 
2010). This is illustrated ŵost ĐleaƌlǇ iŶ the Đase ǁheƌe theƌe ǁas a ͚palaĐe Đoup.͛  
The contingencies Drifters were operating in showed that as professional hybrids 
they were nostalgic for their primary professional activities. They resented not 
being able to spend time on personal scholarship. They could not bridge the gap in 
moving from one profession to another, to let go, they failed to unlearn and 
relearn. As they tried to cope with having to relinquish their own scholarship, their 
resentment about time in committee meetings was exacerbated, as well as their 
iƌƌitatioŶ at iŶteƌaĐtioŶs ǁith the ĐeŶtƌal ͚ƌegiŵe.͛ OŶe ƌespoŶdeŶt adŵitted to 
having been outwitted by research barons who were building their own empires in 
the business school. Another felt trapped and overwhelmed and announced to 
eǀeƌǇoŶe͛s suƌpƌise at a staff ŵeetiŶg: ͚If Ǉou͛ƌe Ŷot ǁith ŵe, Ǉou ŵust ďe agaiŶst 
ŵe.͛ Dƌifteƌs appeaƌed ĐoŶstƌaiŶed ďǇ iŶdustƌǇ dǇŶaŵiĐs that ǁeƌe ŵoǀiŶg 
increasingly to an audit culture. Literature on failed strategy amongst expert 
workers (Maitlis and Lawrence, 2003) and the reversal of strategic change 
(Mantere et al, 2012) might lend further insights into strategists who are 
demonstrating strategic drift. At best, Drifters attempt to be strategic but their 
tentative or inappropriate actions are ineffective as they fail to clarify the mandate 
or to mobilise others. 
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Table 24 briefly summarises commentaries on contingencies identified in the 
fifteen practices that were categorised in the interview coding for each of the 
seven strategist archetypes.  
Table 24: Cross-archetype comparisons 
ROLE: 1. FACILITATING ADAPTABILITY 
 
ROLE: 2. SYNTHESIZING INFORMATION 
ARCHETYPE: DEALMAKER  
 
ARCHETYPE: DELIBERATOR  
PRACTICES   
COMMENTARY, 
CONTINGENCIES  
PRACTICES   
COMMENTARY, 
CONTINGENCIES 
Innovating ― 
Orientation towards 
relationship and 
reputation building for 
knowledge generation. 
  Combining   ― 
Global experience with two 
tenures as dean each for a 
decade enables ideas to be 
combined from different 
models.  
Mediating ― 
Strong committee 
chairing and conflict 
resolution skills, 
extensive board 
experience.   
Understanding  ― 
Makes wide soundings to aid 
understanding, extensive 
networks over five decades. 
Supporting ― 
An empathetic and 
supportive approach 
working in partnerships 
to align ambitions and 
support future 
generations.   
Deciding  ― 
A decision analysis scholar 
with considerable consulting 
experience who refuses to be 
pushed into decisions made 
hastily.  
       
ROLE: 3. CHAMPIONING ALTERNATIVES 
 
ROLE: 4. IMPLEMENTING DELIBERATE STRATEGY 
ARCHETYPE: DEBATER  
 
ARCHETYPE: DOER  
PRACTICES 
 
COMMENTARY, 
CONTINGENCIES 
 
PRACTICES   
COMMENTARY, 
CONTINGENCIES 
Narrating  ― A great love of stories.   Changing  ― High velocity changes. 
Selling  ― 
Very iŶteƌested iŶ otheƌs͛ 
intellectual endeavours, 
positioning, brand.   
Controlling  ― Focus on performance 
management. 
Convincing ― Well briefed, convivial, 
persuasive. 
 
Completing ― Strong task and 
achievement focus. 
              
ROLE: 5. ALL FOUR FLOYD & WOOLDRIDGE 
ROLES 1-4   
ROLE: 6. DEFENDING 
ARCHETYPE: DYNAMO   ARCHETYPE: DEFENDER  
PRACTICES ―  COMMENTARY, 
CONTINGENCIES   
PRACTICES ― COMMENTARY, 
CONTINGENCIES 
Go-getting ― 
Growth, expansion 
through diversity, 
institution building, 
checklist and results 
driven. 
  
Protecting ― 
Defending from central 
interference. Seeking 
internal legitimacy, quality. 
Desire for order after 
sudden departures of 
predecessors. 
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ROLE: 7. STRATEGIC DRIFT 
    ARCHETYPE: DRIFTER 
    
PRACTICES ―  COMMENTARY, 
CONTINGENCIES 
    
Trying  
  
 
 
 
― 
Resentful of central 
regime and loss of time 
for personal scholarship. 
No coalition, 
individualistic 
campaigns. Confounded 
by audit culture. 
 
   
 
    
Figure 14 illustrates how various types of strategist in the data have responded 
differently to the same strategic issue of the MBA. For example the Debater 
enjoyed a full discussion and vote at a staff meeting. The Doer convened an 
international advisory panel to review the viability of the Masteƌ͛s iŶ PuďliĐ 
Administration (MPA) programme and decided not to offer it separately but to 
iŶĐoƌpoƌate it iŶto otheƌ Masteƌ͛s. The DefeŶdeƌ said he siŵplǇ Đhaiƌed a ŵeetiŶg 
on the issue as he had no particular view. The Deliberator thought carefully about 
what new product development was needed in a financial downturn and made the 
MBA modes of delivery more flexible. Finally, the dean with Dynamo type 
behaviours launched with the registrar the distance learning MBA which was 
ahead of its time and created a long lasting legacy of success.   
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Figure 14: Responses from different archetypes to similar issues 
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CHAPTER SEVEN: PRACTICES, CONTINGENCIES, ARCHETYPES 
 
This section explores the interactions between micro level strategies, meso, and 
macro contingent factors and the clustering of behaviours that resulted in the 
identification of ideal types of strategic practitioner in this study. 
 
The five contingencies that were revealed in the data coding and analysis 
pƌoĐesses iŶ this thesis ĐoŶteǆtualise FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ 
middle management role typology and are shown in Figure 15.  
Figure 15: Five contingencies identified in the data 
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The conceptualisation of variations in strategizing behaviours noted in this study 
were influenced by these five contingent factors: (i) seniority; (ii) hybridity;               
(iii) centre-periphery relations as business unit managers; (iv) knowledge intensity 
in professionalised organisations; (v) temporal changes during individual tenures 
and industry dynamics. Greater specificity of contingent factors within the broad 
theoretical framework of a strategic middle management role typology allows for 
more nuanced understanding of the interplay between roles, practices, and 
contexts. 
 
Further analysis of how these five contingencies influenced clusters of strategizing 
behaviours within the typology of four roles led to the development in this thesis 
of a new typology of seven hybrid upper middle manager archetypes which is 
illustrated in Figure 16. 
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Figure 16: Seven archetypes of strategists derived from the data 
 (Role orientations: F – facilitating, S – synthesizing,                                                              
C – championing, I – implementing)                                                             
 
 
Data collected from different institutional settings and from current and former 
deans enabled linkages to be made between micro, meso, and macro 
perspectives, i.e. practices, roles, and contingencies. This study combines a 
typology of middle management roles, a strategy-as-practice perspective, and 
contingency theory (highlighted in Figure 18). Micro-strategizing activities within 
important strategic business units are contextualised with reference to macro 
influences in order to produce a useful heuristic taxonomy of archetypical strategy 
practitioners in different types of institution. This allows current and prospective 
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incumbents of the business school deanship to consider variations in levels of 
hybridity as cross-over middle managers. It provides insights into the degrees of 
autonomy and support characterised within centre periphery relations. It also 
considers other contingent influences, for instance the uŶit͛s kŶoǁledge iŶteŶsitǇ. 
Additionally, temporal factors such as the life cycles of executive tenures and 
industry dynamics shape strategizing practices in the complex role of the business 
school dean. This approach is consistent with Carter͛s (2013: 1053) argument that 
͚if strategy scholarship is to be relevant to the social sciences and society alike, it 
must have the capacity to explain major issues facing organizations...[and strategy 
scholarship] needs to be understood in its cultural, organizational and political 
ĐoŶteǆt͛ aŶd Ŷot uŶdeƌtakeŶ ͚in splendid isolation: immaculately clean of context͛ 
(ibid: 1052).  
 
Figure 17 summarises the main frameworks used to explore the phenomenon of 
the hybrid upper professionalised middle strategic business unit (SBU) manager in 
this thesis. 
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Figure 17: Theoretical underpinnings 
 
The benefits of applying a strategy-as-practice approach to middle management 
roles are to produce close-up, fine-grained, personalised and dynamic insights into 
micro-pƌaĐtiĐes ǁithiŶ these soĐial positioŶs ďased oŶ the ƌespoŶdeŶts͛ oǁŶ 
meanings. As “AP ǀieǁs stƌategǇ ͚as a soĐiallǇ aĐĐoŵplished, situated aĐtiǀitǇ͛ 
(Jarzabkowski, 2005: 6), it can focus too closely on local detail at the expense of 
wider social issues. The inclusion of contingency theory suggests that practices 
should not be reified but pragmatically conceptualised as behaviours fitting with 
the environment (Scott, 1981). Contingency theory assumes there is no best 
practice or full self-determination and that optimal behaviours depend on internal 
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and external circumstances and best fit. The application of archetype theory to 
conclude the coding of the datasets allows these practical behaviours within the 
roles in different contexts to be further abstracted into ideal types of strategic 
actor. Weďeƌ ;ϭϵϬϰ: ϵϬͿ stated that ͚aŶ ideal tǇpe is foƌŵed ďǇ the oŶe-sided 
accentuation of oŶe oƌ ŵoƌe poiŶts of ǀieǁ͛ ǁheƌeďǇ ͚concrete individual 
pheŶoŵeŶa…aƌe aƌƌaŶged iŶto a uŶified aŶalǇtiĐal ĐoŶstƌuĐt.͛ The ideal tǇpe is 
puƌelǇ fiĐtioŶal iŶ Ŷatuƌe, a ŵethodologiĐal ͚utopia [that] ĐaŶŶot ďe fouŶd 
eŵpiƌiĐallǇ aŶǇǁheƌe iŶ ƌealitǇ.͛ Ideal tǇpes ĐaŶ ďe ĐƌitiĐised foƌ ƌepƌeseŶtiŶg 
extremes and ignoring overlaps between types. Hay (2013: 84) suggests that 
depending on the size, complexity and nature of the business school, deans have 
the choice to play four non-exclusive roles: (i) a CEO with a focus on finances; (ii) 
an ambassador eŶhaŶĐiŶg the sĐhool͛s pƌofile and promoting the vision; (iii) the 
primary fundƌaiseƌ; ;iǀͿ as a ĐatalǇst to iŵpƌoǀe the uŶit͛s iŶtelleĐtual Đapital.  At 
the academic head of university level, Breakwell (2006: 53) identified four types of 
leader: healer, motivator, fundraiser, and research icon. The strategic 
management literature, however, eǆĐept foƌ Poǁell aŶd AŶgǁiŶ͛s (2012) four 
chief strategy officer archetypes, has tended to focus on strategic archetypes of 
organisations rather than on individual strategic actors (for example, Miles et al, 
1978; Miller and Friesen, 1978), hence this study attempts to fill the gap on 
individual strategist archetypes. 
Table 25 maps the strategist archetypes generated in this study against Powell and 
AŶgǁiŶ͛s ;ϮϬϭϮͿ aƌĐhetǇpes of Đhief stƌategǇ offiĐeƌs aŶd MiŶtzďeƌg͛s ;ϭϵϳϭͿ 
managerial roles. 
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Table 25: Mapping five upper middle manager archetypes to similar studies 
Archetypes of                  
Chief Strategy Officers 
(Powell and Angwin, 
2012) 
Five Hybrid Upper 
Middle Manager 
Archetypes in this Thesis 
Managerial Roles              
(Mintzberg, 1971) 
Coach DEALMAKER 
Negotiator, Disturbance 
Handler, Disseminator, 
Liaison 
Internal Consultant DELIBERATOR Resource Allocator 
  DEBATER 
Spokesperson, 
Figurehead 
Change Agent DOER Monitor 
  DYNAMO Entrepreneur 
 
In their paper, Paroutis and Pettigrew (2007: 110) explored strategic teams and 
the behaviours ideŶtified iŶ ͚iŶitiatiŶg͛, ͚ƌefleĐtiŶg͛, aŶd ͚eǆeĐutiŶg͛ ŵaǇ ďe 
mapped to the Dealmaker, Deliberator, and Doer archetypes. 
The overarching model developed in this thesis is presented in Figure 18, with the 
seven archetypes that emerged from the data and their biases indicated. The 
strategizing practices linked to the four strategic middle management roles of 
facilitating, synthesizing, championing, and implementing (F, S, C, I) are listed 
respectively for Dealmaker, Deliberator, Debater, and Doer. 
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Figure 18: The P-R-A-C model: Practices, roles, archetypes, and contingencies 
 
 
Figure 18 outlines in general how connections between practices in roles within 
the contingencies were analysed to produce the taxonomy of strategists. Figure 19 
illustƌates hoǁ FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ƌole tǇpologǇ is 
explored in this thesis. Figures 2Ϭ  Ϯϲ illustrate specific examples for each 
archetype: Dealmaker, Deliberator, Debater, Doer, Defender, Drifter, and Dynamo. 
(i) SENIORITY: UPPER 
MIDDLE MANAGERS 
 
 
(ii) HYBRIDITY  
 
 
(iii) CENTRE-PERIPHERY 
SBU RELATIONS  
 
(iv) KNOWLEDGE INTENSITY, 
PROFESSIONALISED 
 (v) TIME: CHANGES OVER TENURE,                        
INDUSTRY DYNAMICS  
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1. ROLES: Floyd & Wooldridge's 
typology of four strategic 
middle management roles was 
applied to the data. 
2. CONTINGENCIES: using a 
template of the four roles, data 
were analysed to explore five 
contingent factors: seniority, 
hybridity, centre-SBU periphery 
relations, knowledge intensity,  
and time: tenures and industry 
dynamics). 
3. STRATEGIZING 
PRACTICES: 12 practices 
within the four roles were 
deduced in different 
contexts and three 
additional practices were 
induced from the data. 
4. ARCHETYPES: seven 
strategist types were identified 
from the four roles plus three 
additional types of the non-
strategist (Drifter), Defender 
and ideal combination type, 
the Dynamo.  
Meso Level 
Macro Level 
Micro Level 
Figure 19: Connections between the roles, contingencies, practices, and archetypes 
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The example in Figure 20 indicates how the interview data were analysed for 
middle managers with facilitating behaviours within the Dealmaker archetype. The 
five contingencies that emerged from the overall analysis revealed circumstances 
of start-ups, industry growth, and Defender predecessors, that encouraged 
experimentation, new ideas and partnerships. Behaviours linked to the Dealmaker 
archetype included nurturing colleagues and making trade-offs in deviating from 
the official strategy. 
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Figure 20: Linkages in the data for the Dealmaker archetype 
 
Figure 21 illuminates linkages in the Deliberator archetype between cognitive 
behaviours that were observed in middle managers who were careful to frame 
their strategies. They used maps and simplifying devices, taking time to reflect, 
ROLE                                                    
Facilitating 
Adaptability 
 CONTINGENCIES                                                  
academic leader,                                            
research intensive                                        
business school start up in a faculty,                                 
immature industry, following                               
Defender predecessor, unfavourable 
government report on unit's 
research. 
STRATEGIZING PRACTICES  
innovating: experimenting; 
mediating: partnerships 
with the centre; supporting: 
generativity, developing 
future generations.  
ARCHETYPE                                 
DEALMAKER 
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consult on their going in mandate often well before they arrived and to analyse 
the strategic plan.    
Figure 21: Linkages in the data for the Deliberator archetype 
 
 
ROLE                                                    
Synthesizing 
Information 
CONTINGENCIES                                    
pre-tenure due diligence, 
mature industry, 
research intensive 
context, transition to 
devolution following 
Drifter predecessor. 
STRATEGIZING 
PRACTICES:  
combining, engaging 
with others, collecting 
diverse data; 
understanding context; 
deciding on plan,lan, 
xxxxanalysing. 
ARCHETYPE                                 
DELIBERATOR 
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The third archetype of Debater shown in Figure 22 is derived from strategizing 
practices based on discussing and selling strategic choices. A context of 
consolidation provided one example of a Debater who followed a high paced 
Dynamo predecessor. The Debater was predisposed to corridor conversations and 
debates during staff meetings. He mooted the balance of executive education to 
research in the portfolio and whether to double the full-time MBA, a proposal that 
was rejected. Other practices included talking about market positioning, 
articulating a coherent strategy, especially as the business school industry 
matured, and promoting brand value. The Debater was focused on making the 
case why a one-size-fit-all approach is not necessarily appropriate for business 
schools within the university. 
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Figure 22: Linkages in the data for the Debater archetype 
 
In the fourth archetype mapped directly on to the Floyd and Wooldridge (1992, 
ϭϵϵϰ, ϭϵϵϲͿ ƌole tǇpologǇ, the Doeƌ͛s ďehaǀiouƌs teŶded to focus on strategy 
execution as shown in Figure 23. Strategizing examples in the data linked to this 
archetype were evidenced in a context of a mature industry where hyper-
ROLE                                                    
Championing 
Alternatives 
CONTINGENCIES                                    
period of consolidation 
following Dynamo 
predecessor, focus on 
positioning, research ideas, 
teaching space in a 
maturing industry 
STRATEGIZING 
PRACTICES                     
narrating the rhetoric, 
articulating strategy; 
selling the brand; 
convincing, persuading 
the centre. 
ARCHETYPE                                 
Debater 
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competion meant a greater focus on results. Other instances in the data included 
Doer behaviours that followed a long-tenured dean where an accelerated pace 
and greater urgency were evident.  
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Figure 23: Linkages in the data for the Doer archetype 
 
The Dynamo archetype in Figure 24 is linked to strategizing practices that 
combined behaviours which were perceived as successful in all four Floyd and 
Wooldridge (1992, 1994, 1996) roles, i.e. a strong cognitive understanding based 
ROLE                                                    
Implementing 
Deliberate 
Strategy 
CONTINGENCIES                                    
mature industry, strong 
support from the centre, 
ruthless performance 
management, high degree of 
knowledge intensity, 
following long-tenured 
predecessor and dip in 
rankings 
STRATEGIZING PRACTICES  
changing to improve 
quality, control, 
performance; completing 
accreditations, task 
implementation, strict 
targets, execute bottom              
xxxxxxline objectives 
ARCHETYPE                                 
Doer 
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on evidence, the ability to make strategic decisions, to facilitate experimentation, 
champion changes with the centre, unit, external stakeholders, and to concentrate 
on high performance and accomplishing results. This type included highly 
intellectually energised and resilient individuals who were clear about their 
mandate and priorities. Dynamo archetypes were effective listeners, team 
builders, and chairs of committees who worked with people face-to-face. Their 
language was typically upbeat and confident and they achieved turnaround 
mandates to recover from lacklustre predecessors in around six to eight years with 
clear exit points before they moved to more challenging roles.  
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Figure 24: Linkages in the data for the Dynamo archetype 
 
 
The sixth archetype of Defender (Figure 25) revealed a defensive set of 
behaviours. These included efforts to protect the business school from the centre 
by focusing internally on incremental improvements to the status quo. This was 
apparent in caretaker and short-tenured deans pre-retirement. Where there was a 
very dominant focus on research and not accreditations, Defender behaviours 
sought to protect individuals being distracted from focusing on the Research 
ROLE                                                    
All Four Roles 
CONTINGENCIES                                    
academic leader, research 
intensive, turnaround 
following Defender, 
manager as hero, full 
support of line manager, 
ambitious institution. 
STRATEGIZING 
PRACTICES  fast pace, 
high performance 
management, 
innovative, interactive, 
demanding, ambitious, 
aggressive promotion,    
xxxxxxprospecting. 
ARCHETYPE                                 
DYNAMO 
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Assessment Exercise (RAE)/REF. This type tended to follow a Drifter or a long 
tenured Dynamo predecessor for a short time of stability and retrenchment of up 
to three years before a less Defender type was appointed. 
Figure 25: Linkages in the data for the Defender archetype 
 
 
 
ROLES                                                    
Exploring all 
Four 
CONTINGENCIES                                    
academic leader, research 
intensive start up within a 
faculty, immature 
industry, following Drifter 
predecessor who 
suddenly stepped down. 
STRATEGIZING 
PRACTICES  defending 
the unit, protecting, risk 
aversion, building 
internal credibility. 
ARCHETYPE                                 
DEFENDER 
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In contrast to the other archetypes, Figure 26 profiles anti/non strategic 
behaviours which were observed in Drifters, individuals who exited abruptly from 
their middle management positions because of a lack of strategic focus. The 
Dƌifteƌ͛s Ŷeed to ďe liked, theiƌ laĐk of iŶdeĐisioŶ aŶd stƌategiĐ leadeƌship were 
discussed. The narratives of these types included tales of blame, resenting the 
centre, feeling overwhelmed and alone, confused about how to formulate and 
enact strategic objectives and suffering from time famine in an audit and 
centralised context. 
 
ROLE                                                    
Non Strategist 
CONTINGENCIES                                    
academic leader, research 
intensive business school, 
centralised regime, mature 
industry, audit culture, 
following Dynamo and 
Deliberator predecessors, 
slippage. 
PRACTICES                            
trying, resentful of the 
centre, bemoaning lack 
of time for personal 
scholarship, failing to 
gain support, unfocused, 
not listening, reactive, 
absent. 
ARCHETYPE                                 
DRIFTER 
Figure 26: Linkages in the data for the Drifter archetype 
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CHAPTER EIGHT: DISCUSSION OF FINDINGS 
The following sections summarise links between strategizing practices within the 
four roles and seven archetypes in different contexts for each of the three 
datasets. The P-R-A-C model (Figure 18) developed in this thesis brings together 
roles, practices, contingencies, and archetypes. Key insights gained into 
strategizing practices within the middle manager role typology in different 
contexts are explored. The findings help to understand how combining practice 
and contingency theories extends Floyd and Wooldridge͛s (1992, 1994, 1996) 
model 20 years after it was first developed by identifying five key contingencies. In 
this thesis, an exploration of micro-practices amongst mid-level leaders linked to 
institutional relations and macro industry, national policy, and global influences 
represents a key contribution. The behaviours of hybrid individuals below the 
upper echelons in business schools are examined oǀeƌ tiŵe as the ͚ŵetƌiĐs foƌ 
suĐĐess͛ (Thomas, 2007b) intensify in a dǇŶaŵiĐ iŶdustƌǇ oǀeƌ aĐadeŵiĐ leadeƌs͛ 
tenures. The study was very timely as it began during the 2007-2009 global 
financial crisis. Much was being published in 2008 about pressures on business 
schools and deans (Alsop; Davies; Ivory et al; Lorange), future challenges (Durand 
and Dameron; Patriotta and Starkey; Schoemaker; Starkey and Tempest), the MBA 
curriculum (Moldoveanu and Martin; Navarro), and more widely about 
management as a profession (Khurana and Nohria). In the same vein that French 
and Grey (1996) had challenged the prevailing utilitarian model of management 
education, asking whether it was for education or for business, there was a great 
deal of self-questioning and rethinking about the purpose of business and 
management education, for example, Gregg and Stoner (2008). In the aftermath, 
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some deans (Canals, 2010) viewed the European sovereign debt crisis as a deficit 
of leadership and governance, not just a financial crisis. 
1. The UK business school landscape during 2008-2011 
This section explains the business school landscape at the time the interviews 
were conducted. The first dataset in this thesis comprises current deans who are 
established in the middle or towards the end of their tenures. The interviews were 
conducted during the Labour government, in the year 2008 when Henley Business 
School merged with Reading University and before the 2008 REF December 
results. The latter represents an important episode in the life cycles of many UK 
deans. For this research, interviews posted on YouTube were all filmed during 
2011 for the second and third datasets at a time of the ĐoalitioŶ goǀeƌŶŵeŶt͛s 
white paper, Students at the Heart of the System (BIS, 2011a), and before the 
substantial rise in undergraduate tuition fees in England in 2012/13. The higher 
eduĐatioŶ ďaĐkdƌop ǁas a tiŵe of deƌegulatioŶ ǁith the goǀeƌŶŵeŶt͛s 
encouƌageŵeŶt of pƌiǀate pƌoǀideƌs suĐh as BPP UŶiǀeƌsitǇ aŶd ‘egeŶt͛s 
University that were awarded university status in 2013. Turbulence in the business 
school world had been caused by other external factors such as when the 
Financial Times excluded AMBA from its rankings in 2009. Now some deans are 
questioning the value of the triple crown of three accreditations because of its 
time and financial burdens. There were also hard times in 2011 for overseas 
recruitment because of difficulties with UK visa applications and the removal of 
work visas for non EU graduates. Actual and perceived problems with student 
migration caused problems for all UK business schools except Cass, London and 
Warwick Business Schools (the most highly ranked in the Financial Times) with 
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recruiting full-time MBA programmes in the UK (Bradshaw, 2009, 2012; Bradshaw 
and Ortmans, 2013). MBA programmes in the UK comprise around 85% overseas 
students and represent strong export earnings. 
During the final two rounds of interviews in this study there was increasing 
resentment amongst some business school deans and faculty members regarding 
uŶiǀeƌsities͛ oŶe-size-fits-all approach and financial cross-subsidisation (Matthews, 
2011). After the 2008 RAE results, in the run up to the 2014 REF submission, in 
many business schools the war for talent globally in relation to research faculty 
was inflating salaries. At the same time, premium priced and executive education 
programmes were suffering, public sector cuts were biting, yet substantial 
financial subsidies from business schools to their universities were still expected.  
The context of austerity from 2008 undoubtedly shaped views of Defender types 
of deaŶs͛ ďehaǀiouƌs in the population interviewed. Several individuals 
commented on the industry formula of huge overseas numbers and high fees 
being unsustainable. Concerns were expressed about isomorphism in the sector, 
having to pander to accreditation bodies which some respondents viewed as a 
major distraction, possibly impacting negatively on business sĐhools͛ stƌategies 
(Julian and Ofori-Dankwa, 2006). Across the three datasets, there were examples 
of consolidations, for instance one university in London with two business schools 
merged them into one. For some of the respondents, their business schools were 
being clustered into larger colleges and one dean left because he felt he was being 
demoted as he would no longer report directly to the vice-chancellor. Another 
dean without a doctorate did not have his contract renewed because the new 
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vice-chancelloƌ ǁaŶted ͚‘EFaďle͛ deaŶs ;i.e. those ǁith puďliĐatioŶs ǁoƌthǇ of 
submission to REF 2014).  
IŶ the UK, ŵost ƌeĐeŶtlǇ ďusiŶess sĐhools aƌe eǆpeĐted to ďe eĐoŶoŵiĐ ͚aŶĐhoƌ 
iŶstitutioŶs͛ ;The Woƌk FouŶdatioŶ, ϮϬϭ0; Wilson, 2012: 33) and to engage 
͚directly with local businesses on workable solutions to practical problems͛ 
(Whitty, 2013: 9). 
 
2. The first dataset 
Interviews with deans in the first dataset in this study revealed a greater focus 
than amongst the other two groups interviewed on championing and 
implementing. Probably this can be accounted for by the fact that the business 
school industry has become more competitive and respondents who retired from 
the deanship – most of the second dataset and two individuals in the third dataset 
– were operating in far less competitive or turbulent times. Ray et al (2011) call for 
business schools to be more organisationally mindful to address their vulnerability 
in tough times and deans who were interviewed in situ demonstrated a greater 
sense of urgency than those who had retired. 
In terms of commonalities between experiences of deans in the first group 
interviewed, the two who had been dean more than once both regretted staying 
too long in their first deanship. One respondent suggested that a third tenure in 
the same place rendered him ͚almost unemployable.͛ A third of the deans in this 
sample knew they were leaving the role and only one subsequently moved to 
another deanship. One eventually became a civil servant in higher education. 
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With respect to the contingencies identified in this thesis that influence activities 
in their roles, the post 1992 deans were also university pro-vice-chancellors and so 
worked across the university in a senior role. Hybridity was particularly evident in 
the transnationals with three having worked and/or studied in the USA. Hybrid 
behaviours were apparent in their mixed professional experiences such as 
consulting. For example, one dean had been a tax inspector then a business 
historian, another had graduated as a biochemist, and a third had been a manager 
in manufacturing. The level of knowledge intensity in terms of where the deans 
worked differed considerably, ranging from Lancashire Business School with a very 
strong undeƌgƌaduate teaĐhiŶg foĐus to the UŶiǀeƌsitǇ of Bath͛s “Đhool of 
Management where Andrew Pettigrew, an internationally leading management 
scholar, successfully raised the SĐhool͛s ϮϬϬϴ ‘AE ƌaŶkiŶgs. Yet soŵe of these 
individuals in very different environments had been recruited ostensibly to 
enhance their sĐhool͛s ƌeseaƌĐh pƌofiles oŶlǇ to disĐoǀeƌ fiŶaŶĐial defiĐits ǁhiĐh 
they first had to turn around. Hence centre-periphery relations were tested soon 
after their arrival. All were operating in a recession although in 2010 MBA intakes 
were favourable and countercyclical to the state of the national economy for 
many before a sharp decline in applications. There were considerable differences 
found in the data in the level of networking and boundary spanning within the 
business school community between deans in tripled accredited schools who were 
quite externally facing strategically and those in lower ranked schools without 
accreditations who were more concerned with internal operations.  
The deans in this first dataset were characterised as being in the second half of 
Hambrick and Fukutomi͛s (1991) five seasons model. Three of the deans 
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interviewed in the first dataset officially retired but not for long: one moved to an 
accreditation job in Europe, another to a part-time professorship in a top UK 
business school and a third to a deanship in Asia. From this first group, two others 
were subsequently promoted to be a pro-vice-ĐhaŶĐelloƌ͛s ƌole iŶ aŶotheƌ 
university. A second became head of an Oxford college, as had one in the third 
dataset in Cambridge. Only one individual from the first group left higher 
education altogether. 
It appears to be a deliberate career choice to move into the hybrid administrative 
role of dean although several respondents said it was unplanned. No one in this 
first dataset returned to a full-time academic position without administrative 
responsibilities. Unlike in the second dataset, this group comprised five deans 
(four professors) without doctorates which was a source of regret for a few. Two 
of these were deans twice, however, for the two without doctorates both 
experienced non-renewal of their tenures because a new vice-chancellor 
considered they did not fit with a research intensive mandate as the deans lacked 
current personal research credibility. As 10 of the 12 deans in this first sample 
were serving on the ABS Executive Committee, it can be assumed that the 
respondents were sufficiently confident about having established themselves 
internally to direct their attention externally by becoming an active committee 
member of the Association of Business School Deans. 
In terms of linking activities within different archetypes to various contingencies, 
in this first dataset with regards to internal activities, deans with Dealmaker 
behaviours talked about being ambassadorial when dealing with the centre and 
difficult faculty members. They worked hard to resolve conflict and ensured they 
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attended important university meetings. For one respondent, the agreement with 
the centre for financial devolution which was a negotiating point on his 
appointment represented a watershed deal in the history of the business school 
because of the self-determination it allowed. The Deliberator middle managers in 
this first dataset talked about their practices in developing acronyms, inventing 
simplifying devices and maps and enjoying the intellectual challenge. In contrast, 
Debater type behaviours were evident in deans without doctorates who focused 
on selling executive education, industry engagement, and international 
collaborations externally. Doers tended to focus on relentless KPIs (key 
performance indicators) and achieving specific targets. Dynamo type behaviours 
were found in deans at their peak, powering on all cylinders where they felt they 
had synthesized the remit, mobilised support and were confident in promoting 
their offering. Several deans had mentored associate deans in their team who in 
turn supported them well. Some individuals interviewed were very clear about 
what need to be achieved because they already had a track record as dean and 
understood the typical trajectory of a tenure. The Defenders, by comparison, 
tended to be worriers who were concerned about having to ingratiate themselves 
with accreditation bodies. They were wondering where new models would 
eŵeƌge fƌoŵ a sǇsteŵ that eŶĐouƌaged ďusiŶess sĐhools to ďe ͚saŵeǇ.͛ “uĐh 
deans showed defensive behaviours, protecting their units against the central 
administration as issues escalated to them and their concerns were not being 
prioritised by the centre. One of these deans was certain that the level of overseas 
student fees his business school attracted was unstainable. The Defenders were 
often near retirement. Finally, this first dataset, Drifter type behaviours were 
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evident in an individual who was overwhelmed by a huge number of performance 
oďjeĐtiǀes aŶd ͚plate spiŶŶiŶg.͛ He felt that his ĐoŵpeŶsatioŶ foƌ the ͚thaŶkless 
task͛ ;eĐhoed ďǇ Bƌadshaǁ, ϮϬϭϯb) of being dean was inadequate for the lower 
quality he experienced in terms of family time, and his reduced personal 
consultancy and scholarship opportunities as a result of the deanship. This 
contrasts sharply with Howard Thomas who once declared that he would be 
happy to do the job for nothing (Times Higher, 2007) because he found being a 
dean so interesting. 
Overall, Dealmakers in this first dataset were preoccupied with how to persuade 
others to join the unit and how to convince the centre to approve salary 
premiums. They believed business schools should not be treated like traditional 
academic departments because they are professional schools with particular 
design challenges (Simon, 1967). The Deliberators were interested in framing their 
deanship in the light of new models. Debaters focused on face-to-face discussions 
and on selling their research, teaching and consultancy, especially executive 
education. The Doers concentrated on the bottom line and relentless targets. 
Defenders felt unappreciated, stressed, and exhausted by a war of attrition. 
Drifters demonstrated much lower energy levels and self-confidence that the 
Dynamo archetypes. Of course, these are caricatures, exaggerated types, which 
ignore the overlaps between the archetypes and the more well-balanced and 
rounded behaviours of real-life individuals. 
It might be argued that this first group is more representative of the future as they 
are current, in the second half of their tenures, and operating in a tough 
environment. The deans interviewed in the first dataset are seasoned and they are 
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acutely aware of the struggle to recruit students and faculty at a time of 
hǇpeƌĐoŵpetitioŶ ;D͛AǀeŶi, ϭϵϵϰͿ. 
3. The second dataset 
The second dataset of seven deans in one leading research-intensive business 
school adds to the richness of the study ďeĐause of eǀideŶĐe of the ͚suĐĐessioŶ 
effeĐt͛ ;BƌoǁŶ, ϭϵϴϮͿ. This ǁas oŶlǇ appaƌeŶt iŶ the thiƌd dataset ďetǁeeŶ tǁo 
pairs, two women who succeeded a male dean in different institutions. The 
second dataset represents an interesting institutional case because, as noted in 
Chapter 4, Warwick Business Schol is a strong business school in a strong pre-1992 
university. The business school was originally founded in 1967, only two years 
after the university. This is not a phenomenon that happened at Oxford and 
Cambridge where the business schools were relatively recently established as full-
service business schools (although focused mainly on executive and graduate 
programmes). Saïd Business School, Oxford, was established in 1996 and 
Cambridge Judge Business School in 2005, i.e. 900 and 796 years respectively after 
each university was fouŶded. Despite this tiŵe lag, as ͚Ŷeǁ kids oŶ the ďloĐk͛ in 
prestigious universities the Oxbridge business schools are gaining ground rapidly 
amongst the ranks of leading global business schools and have attracted two 
deans who were faculty members at Harvard and INSEAD. 
The second dataset in this thesis also provides an example of a powerful strategic 
axis during the second half of the 1980s consisting of the head of administration in 
the business school (Jenny Hocking MBE who had previously been at the centre), 
combined with the founding architect of the Business School, Sir George Bain, who 
was subsequently to be a vice-chancellor (the only pre-1992, Russell Group, 
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business school dean in the UK ever to be a vice-chancellor), plus the Registrar of 
his generation, Mike Shattock OBE. This centre-periphery dynamism would be 
difficult to replicate. All three individuals separately were to be recognised in the 
QueeŶ͛s hoŶouƌs. AŶotheƌ outlier in this sample is Howard Thomas who has 
uniquely been a serial business school dean (Bradshaw, 2006 and 2011) on three 
continents and whose experiences in the sector span five decades.  
The eǀolutioŶ iŶ this seĐoŶd saŵple fƌoŵ the ďusiŶess sĐhool͛s internal focus 
during the 1970s under the leadership of an elected part-time dean to establish 
itself academically and to raise the quality of its programmes nationally is 
interesting to observe. There was a step change in the 1980s with a Dynamo, 
institution builder dean, replaced by a Debater who oversaw consolidation, 
followed perhaps inevitably because of complacency and in-breeding in its 
leadership by Drifter type behaviours in an era of audit and tighter governance 
mechanisms in the 1990s. This resulted at the start of the new millennium in an 
externally appointed Deliberator and Dynamo type who was charged with turning 
the business school around. His long tenure was succeeded for a short time by an 
interim who was internally focused. Most recently again a more Doer and Dynamo 
type of hybrid upper middle manager was hired who radically overhauled the unit. 
The latter was very much appointed as the vice-ĐhaŶĐelloƌ͛s ĐhoiĐe folloǁiŶg 
strategic concerns about slippage in research rankings. Curiously, despite two 
external executive appointments of deans to this unit, both these individuals were 
well-known to the institution before they were recruited. The evolution of 
experiences in this dataset from the end of the 1970s to the second decade of the 
21
st
 ĐeŶtuƌǇ aŶd ƌefleĐtioŶs oŶ the sĐhool͛s tƌajeĐtoƌǇ fƌoŵ its fouŶdatioŶs 
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uniquely offers comparisons between successors. In strategic management 
research, executive succession has typically been explored at the level of the CEO 
linked with organisational performance (e.g., Shen and Cannella, 2002) and 
neglected at the middle management level 
In terms of the five contingencies (see Figure 15) highlighted in this thesis of 
middle management level, hybridity, centre-periphery relations, 
professionalisation, aŶd teŵpoƌal ĐoŶĐeƌŶs oǀeƌ the iŶdustƌǇ aŶd deaŶ͛s lifeĐǇĐle, 
the second dataset is particularly ĐhaƌaĐteƌised ďǇ the eŶtƌepƌeŶeuƌial ͚WaƌǁiĐk 
ǁaǇ͛ aŶd stƌoŶg depaƌtŵeŶts ;the ďusiŶess sĐhool is aŶ aĐadeŵiĐ depaƌtŵeŶtͿ, a 
strong centre and weak faculty structures. WBS deans are and have been leading 
scholars with work experience outside academic and mostly supported by a very 
professionalised body of administrators. The fashion currently in UK higher 
education is for internal restructuring and the consolidation of units into large, 
powerful faculties. This has not been the case at Warwick University. It is 
interesting that Warwick Business School (unlike Warwick Medical School which 
was only established in 2000) has remained a school and not a faculty. The WBS 
deans in this sample illustrate how the role evolved from a lone part-time chair 
position supported by a personal assistant during the 1970s and occupied by non 
professorial leader who was internally elected. The current deanship was 
advertised globally on a highly competitive salary for a highly cited scholar 
executive. One requirement was for the individual to be good in the board room 
and good in the class room. The dean is now supported by a large senior 
management of a pro dean and associate deans who are themselves top scholars. 
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Clearly, the size and complexity of the school have expanded considerably in 40 
years.  
The deans in this second sample demonstrate higher levels of hybridity than might 
be expected of leading scholars. This set of deans is characterised by extensive 
transnational work/study/sabbaticals in the USA and experience outside the 
academy, in consultancy, policy work, arbitrations, and financial services. 
Moreover, only one individual did not take a break before his doctorate. Almost 
half of the WBS deans took their doctorates while working and two completed 
their PhDs in two years. All appear to have bridged the academic-practice divide 
successfully throughout their careers despite working in an uncompromisingly 
selective research environment. This Business School is characterised by strong 
professional managers and faculty committed to excellent research. Three of the 
deans in the sample have contributed to the dynamic business school industry as 
chairs of the Association of Business Schools. The highest number of chairs of the 
Association of Business Schools in the country has been from this business school. 
They have been active in shaping the direction of management research (e.g. Bain, 
1994; Wensley, 2013) as well as thought leadership on the industry (Thomas et al, 
2014). Only two of the deans completed two tenures in full at Warwick Business 
School, while all (excluding interim deans) finished at least one term. The shortest 
tenure was for three years and the longest lasted a decade.  
With respect to the middle management strategist archetypes that were derived 
from the data in this thesis, all seven types are presented in the different 
behaviours apparent in the interviews and vignettes written up on the subjects of 
the study in this second group. For instance, Dealmaker behaviours were 
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evidenced in mediating activities and in negotiating with the centre about earned 
income and a devolved budget. Debater behaviours in the 1990s focused on 
consolidation to dampen the pace following Dynamo behaviours to clarify the 
sĐhool͛s ďƌaŶd, and re-balancing market positioning. This involved the dean 
chatting in the bar, and corridor conversations which frustrated the head of 
administration when these discussions were ad hoc and not formalised. 
Deliberator type behaviours were apparent in deans who showed a high degree of 
of reflexivity which, coupled with effective levels of emotional intelligence and a 
sense of humour to balance an analytical approach and powerful intellectual 
energies, were perceived as successful during a period of recovery and further 
growth.  
Doer behaviours in this group were portrayed in deans who were regarded as 
decisive, with an action bias. Some deans with this type of behaviour worked 
prodigiously long hours. Barehaŵ ;ϮϬϬϰ: ϮϬͿ oďseƌǀed fƌoŵ LoƌaŶge͛s ;ϮϬϬϮͿ 
iŶsights that deaŶs͛ ĐhaŶge iŶitiatiǀes ͚ĐaŶ oŶlǇ ďe takeŶ foƌǁaƌd effeĐtiǀelǇ if 
trust and credibilitǇ haǀe ďeeŶ takeŶ Đƌeated.͛ “oŵe evidence in this thesis 
suggests, hoǁeǀeƌ, that ǁhile a deaŶ͛s ǀisioŶ ŵaǇ ďe credible, tough performance 
management processes by a Doer / Dynamo dean may make individuals question 
the trust they have in how these targets are being achieved which supports 
Paƌkeƌ͛s ;ϮϬϭϰͿ ĐoŶĐeƌŶs aďout ǁhǇ aĐadeŵiĐs fail to ƌesist a taƌget Đultuƌe. There 
is a danger that in a very tough business school environment where people are not 
able to meet their performance targets that colleagues feel the dean is 
demonstrating a lack of humanistic tendencies (Spitzeck et al, 2009) and the same 
kind of singlemindedness that resulted in the credit crunch. 
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In this institutional case, the interview data suggest that George BaiŶ͛s pƌaĐtiĐes 
were characteristic of the Dynamo archetype. Commentators noted how he 
harnessed professorial talent and won the respect of full-time administrators for 
skilfully chairing meetings and ensuring work was achieved. He launched a highly 
suĐĐessful DLMBA ďefoƌe otheƌ ŶatioŶal ďusiŶess sĐhools aŶd headed the UK͛s 
commission on management research. He was, therefore, highly dynamic and 
influential and working 18 hour days. Naturally, there is a risk of lapsing into 
nostalgic heroism when reflecting on this archetype. In contrast, Drifter 
behaviours were portrayed in deans who lacked focus or a coalition. Often others 
viewed them as not being tough enough and these individuals were concerned 
about their personal popularity. More resilient deans did not allow themselves to 
be derailed by this. In interviews, Drifter types tended to use quite negative 
language. Whether this was as a consequence of experiencing a comparatively less 
successful deanship or because their language caused less favourable outcomes is 
unclear. Defender behaviours were observed in deans who ensured internal 
priorities were established to improve academic status and programme quality 
standards within the university.  
Compared with the first dataset, the vignettes in this second group provided a 
picture of sensemaking over time. Deans in this second group in particular 
discussed how they balanced the portfolio and worked alongside leading scholar 
colleagues. Respondents in this second group talked about how one deanship 
related to another. They reflected on continuity and change in the institution 
which was punctuated by several turnarounds to address complacency and 
slippage. The mandate since the Dynamo dean who had made a step change in 
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iŶstitutioŶ ďuildiŶg iŶ the sĐhool iŶ the ϭϵϴϬs has ďeeŶ to ďe ͚ďest iŶ Đlass.͛ 
Commonalities amongst those in the second sample include discussions about 
͚generativity͛ in building future generations to support a non-negotiable 
commitment to excellence in scholarship. Gallos (2002: 178) echoes the 
iŵpoƌtaŶĐe of this faĐilitatiŶg ƌole: ͚Good deaŶs Ŷuƌtuƌe iŶdiǀidualitǇ aŶd the 
idiosyncratic strengths of faculty and staff in order to foster creativity and 
iŶŶoǀatioŶ.͛ 
In terms of their next steps, one dean in the second dataset became a pro-vice-
chancellor internally and then returned to the business school which provided 
useful networks for successive deans. One respondent moved to become a dean in 
the UK͛s leadiŶg ďusiŶess sĐhool aŶd theŶ a ǀiĐe-chancellor. A third interviewee 
became a provost in the USA. Yet aŶotheƌ ďeĐaŵe diƌeĐtoƌ of the UK͛s fiƌst 
management research body. An acting dean of WBS became a director of research 
in a different university following headship of a social science department at 
Warwick. One dean (who also featured in the first dataset) moved to Asia as a 
dean.  
When I first undertook the research on deans, I had no idea how hybrid the 
subjects were. It was a surprise that six out of the seven deans at Warwick had not 
immediately completed their doctorates after graduation. Ironically, at my 
doctoral student induction at WBS I was warned by an academic responsible for 
the pƌogƌaŵŵe, ǁhose oǁŶ puďliĐatioŶs did Ŷot ŵeet the sĐhool͛s Đƌiteƌia foƌ ‘EF 
2014 and subsequently left, that being part-tiŵe ĐaŶ lead to a ͚ĐoŶsultaŶĐǇ ŵiŶd 
set.͛ He clearly did not appreciate that several of the deans themselves were 
hybrid scholar practitioners who had not pursued uninterrupted academic careers. 
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In summary, for the second dataset, Defender behaviours were apparent at the 
end of the 1970s when the chair of the Business School was attempting to 
improve the quality of programmes and national recruitment and to gain 
legitiŵaĐǇ iŶteƌŶallǇ. This ǁas folloǁiŶg ThoŵpsoŶ͛s ;ϭϵϳϭͿ puďliĐatioŶ of 
Warwick University Ltd. and student campus occupations. Some academics had 
accused the university of selling out to industry. At that time, Warwick University 
was a recruiting not a highly selective institution as it is today. In the second half 
of the 1980s, when Thatcher was Prime Minister, Warwick University was forced 
to ďe iŶŶoǀatiǀe ďeĐause of ďudget Đuts. IŶ the UK, ŵaŶageƌs͛ ƌoles were 
strengthened and the power of the unions was weakened at this time which 
proved auspicious for the study of management in business schools and so they 
eǆpeƌieŶĐed a ͚tail ǁiŶd.͛ This was an appropriate time for Dynamo behaviours in 
the deanship. In contrast, the 1990s were a period of ĐoŶsolidatioŶ, a ͚head ǁiŶd͛, 
characterised by more Debater middle manager behaviours when the dean 
discussed the need for more teaching space. The recession and internal stagnation 
resulted in strategic drift for the Business School. Subsequently, following an 
interim caretaker dean for two years, the turn of the millennium was signalled by 
the appointment of Howard Thomas who was based in the USA which was 
announced in 1999. Thomas was the first externally recruited dean and had a 
turnaround mandate. As a scholar in decision analysis, and one of the most well 
connected deans in the business school community, Thomas was able to energise 
significant changes over a decade (Fragueiro and Thomas, 2011).  
Most recently, the current incumbent Mark Taylor is a very results driven dean. He 
was hired as a result of a global search while he was on sabbatical in a corporate 
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firm from the department of economics at Warwick. We might ask whether we 
will see more of this kind of dean in future leading business schools, someone with 
a history of rapid cross-sector, transnational career transitions. If the answer is 
͚Ǉes͛, it is a ǀeƌǇ diffiĐult task to fiŶd suĐh iŶdiǀiduals. TaǇloƌ adŵitted hiŵself that 
for many years he actively avoided any leadership responsibilities in academia 
until the point when he decided to embark on an MBA in higher education and 
apply for the deanship in his early 50s. Mark Taylor has a formidable CV, including 
six academic degrees with a PPE from Oxford. He was a professor in his late 20s 
after completing a two year PhD. He has worked in several business schools and in 
the University outside the Business School.  Taylor held full-time positions in the 
City of London, senior corporate roles in the financial services sector, he relocated 
for five years to the IMF in Washington and held a position in the Bank of England. 
As a highly cited scholar, he appears to be a rare exemplar of an individual who 
͚stƌaddles ďusiŶess aŶd aĐadeŵia͛ ;Bƌadshaǁ, ϮϬϭϬa, ϮϬϭϬďͿ. During his first 
tenure as dean, Taylor has significantly overhauled many aspects of the Business 
School, with the full support of the vice-chancellor. His mandate is to ensure the 
School ƌises iŶ the UK͛s ϮϬϭϰ ƌeseaƌĐh ƌaŶkiŶgs aŶd to ďe the leadiŶg uŶiǀeƌsitǇ-
based business school in Europe. Taylor has initiated innovations such as 
behavioural economics, collaborations with the Royal Shakespeare Company, and 
he is establishing a new executive education centre for Warwick in the Shard in 
London. He has revamped the MBA (Bradshaw, 2010b) and the school won an 
aĐadeŵiĐ ͚OsĐaƌ͛ iŶ ϮϬϭϯ ;Bƌadshaǁ, ϮϬϭϯaͿ, the ECCH Đase pƌize. “uĐh a high 
paced and extensive change narrative is rarely seen amongst other university-
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based business school deans, possibly because of organisational inertia and a lack 
of support from the vice-chancellor for radical changes. 
This historical perspective in the research design for the second dataset on middle 
managers in one business school shows how the pace of change has intensified. 
The  interviews revealed a  shift from an inward looking, part-time, non 
professorial position held by Robert Dyson who remained loyally with the 
university for four decades (WBS, 2007) following some initial industrial work 
experience, to the executive appointment of a very hybrid change agent with an 
urgent drive for fast-paced developments. The latter has radically overhauled the 
faculty and staffing profiles and many aspects of the Business School. Perhaps this 
latter exemplar is what is needed in an age of complexity if business schools are to 
appoiŶt ͚dǇŶaŵos͛ ƌatheƌ thaŶ ͚diŶosauƌs͛ ;FloǇd aŶd Wooldƌidge, ϭϵϵϮͿ to this 
important middle management position. 
Indeed, GMAC (2013) suggests that business schools are currently operating in an 
age of ͚disƌupt oƌ ďe disƌupted.͛ Thoŵas et al ;ϮϬϭϰͿ also aƌgue that the status quo 
is untenable and offer tough choices for the future of management education: 
͚Đoŵpetitiǀe destƌuĐtioŶ oƌ ĐoŶstƌuĐtiǀe iŶŶoǀatioŶ.͛ Moƌeoǀeƌ, theƌe is a gƌeateƌ 
transnational market and significant difficulties in recruiting deans as universities 
do not appreciate the time it takes to fill a position (Allen et al, 2014). Stark 
stateŵeŶts fƌoŵ “teǀe Hodges ;ϮϬϭϰͿ, PƌesideŶt of Hult, ǁhiĐh Đlaiŵs to ďe ͚the 
ǁoƌld͛s ŵost iŶteƌŶatioŶal ďusiŶess sĐhool͛ that: ͚TƌaditioŶal ďusiŶess eduĐatioŶ 
just doesŶ͛t ǁoƌk, theƌe͛s faƌ too ŵuĐh tiŵe speŶt iŶ the Đlassƌooŵ aŶd Ŷot 
eŶough tiŵe speŶt uŶdeƌstaŶdiŶg the pƌaĐtiĐal ƌealities of the ďusiŶess ǁoƌld͛ aƌe 
reminders that other forms of business education provider are more agile and 
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aggressive than public sector, university-based business schools. Against this 
backdrop, it would be interesting to speculate what might be the best fit in terms 
of future deans for Warwick Business School. At what stage might the School 
appoiŶt aŶ AsiaŶ ǁoŵaŶ afteƌ a histoƌǇ of all ǁesteƌŶ ŵeŶ? Joel PodolŶǇ͛s 
example of being a dean of a business school in a prestigious university (Yale) and 
then dean of Apple University is an interesting hybrid phenomenon that one might 
hope to envisage at some point in the future at Warwick. Already, the business 
sĐhools at Caŵďƌidge, Iŵpeƌial, Oǆfoƌd aŶd UCL, the UK͛s top uŶiǀeƌsities, haǀe iŶ 
the second decade of the 21st century appointed deans from outside the UK. 
Gradually, the deanship in England is becoming transnational. It will be an even 
tougher recruitment call for higher education institutions that fail to grasp the 
kind of private sector packages such transnational scholar-executives with 
effective fundraising and business development capabilities who bridge multiple 
professions will demand.  
4. The third dataset 
Finally, the third dataset in this thesis includes the most diverse sample of middle 
managers. It consists of four women, two retired, four individuals who have been 
dean for over 10 years, one who has been dean three times in very different 
institutions, and two interviewees who have done the job twice. In addition, the 
sample comprises two relative newcomers and four deans without doctorates, 
one in a leading business school which is not a feature of any of her three 
successors. Two individuals in this sample have worked in standalone institutions 
that focused on executive education, Ashridge and Henley. This contrasts with one 
who had worked at Ashridge in the first dataset and one with experience at 
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London Business School, a largely autonomous institution, in the second dataset. 
All deans of an independent but non-profit business school in this sample have 
also been deans of a university-based business school. Two of the women in the 
third dataset were successors to the individual who had been dean three times 
ǁhiĐh iŶdiĐates the ĐiƌĐulaƌitǇ of the ͚deaŶ pool.͛ This last round of interviews was 
conducted in the middle of 2011 with a diverse group of business school deans, 
well into the recession. 
In relation to the five contingencies highlighted in this thesis of middle 
management level, hybridity, professionalisation, centre-periphery relations and 
temporal concerns over the iŶdustƌǇ aŶd deaŶ͛s lifeĐǇĐle, the thiƌd dataset 
illustrated mixed experiences ranging from two with experience as a director at 
Cambridge and others in large metropolitan teaching universities. In terms of 
seniority and autonomy, the individuals in the executive education independent 
business schools (charities) were chief executives reporting to a board of trustees. 
There had been a disagreement between one of these deans and his trustees who 
did not initially see the urgency for the business school to merge because of 
pension liabilities and a steep decline in MBA recruitment. A merger with a 
comprehensive university business school tool place when his successor was in the 
deanship four years later. The deans in this third group demonstrated a versatility 
of hybrid professional experiences. One had moved into academia to the deanship 
from being responsible for talent management in financial services and another 
had been an industrial chemist. As expected, the deans in post 1992 universities 
operated in more managerial environments where they also had pro-vice-
chancellor type roles and so were responsible for cross-university activities like 
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some of the deans in the first dataset. The deans in leading accredited business 
schools that were searching to recruit the ǁoƌld͛s top ƌeseaƌĐheƌs had paƌtiĐulaƌlǇ 
strong concerns about attracting and retaining this talent. One of these was a 
faculty dean and she valued being at the uŶiǀeƌsitǇ͛s ͚top table͛, working closely 
with the vice-chancellor rather than having to report to a faculty dean. 
Respondents were well aware of industry dynamics and potential shakeouts in the 
UK. The imperatives to attend to global issues, consider emerging economies, to 
work with donors and ensure student satisfaction in a tough economic 
environment were emphasized in our discussions. The importance of fundraising 
was heightened and no longer regarded as optional compared with some of the 
individuals who had been deans much earlier in the second dataset during the 
1970s. Long tenures of a decade in one institution are rare now amongst business 
school deans (Bradshaw, 2013b) and yet four deans in this third sample had 
experienced such long tenures. These individuals were consummate boundary 
spanners and very well networked in the business school community with strong 
business development capabilities and external profiles. 
A variety of archetypal behaviours were shown in this third group. Dealmaker 
behaviours were evidenced in very supportive, personable, appreciative activities 
where deans built cohesive teams. One dean was focused on experimentation, 
another on business development and coping with different global economic 
trends. One new dean was concerned about ensuring student satisfaction in the 
context of higher fees and in an old building. She was anxious to raise staff morale 
by creating a nurturing environment. Deliberator activities were exemplified by 
the interesting exposition of how the Judge Institute for Management Studies was 
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initially managed at Cambridge by its first director. Debaters talked about sales for 
executive education particularly. The interviewee who had moved from industry 
immediately before becoming dean used very positive, confident, upbeat 
laŶguage to sell the sĐhool͛s Ŷaƌƌatiǀe. Doeƌ archetype behaviours were apparent 
in discussions about having to carve out time to complete big pieces of work. 
Dynamos talked about activities related to organising, chairing, sensemaking, 
persuading others, ensuring follow up at committees after sufficient time for 
debate, working long hours, and walking for thinking between meetings. By 
comparison, Defender behaviours could be discerned in the interview about a 
dean failing to convince his trustees of the need to merge to ensure financial 
sustainability. Finally, some warnings about Drifter behaviours were mooted with 
the dean in her third tenure at the same business school. She was adamant that 
she only accepted this third contract because she was very clear about the 
mandate and the school needed her in turbulent times. 
So, what did this third dataset reveal that the others did not in answering the 
question about ŵiddle leǀel hǇďƌid stƌategists͛ ďehaǀiouƌs iŶ pƌofessioŶalised 
business units? There were more women in this sample, representing the greater 
diversity that McTiernan and Flynn (2011) celebrate in the business school 
deanship. Deans in this group talked of supporting others, appreciating 
camaraderie and inclusivity, working with others and the need for time to reflect. 
Those with experiences in non-university based business schools founded at the 
end of the 1950s suggested a greater need for business development and financial 
sustaiŶaďilitǇ, iŵplǇiŶg that despite otheƌ deaŶs͛ ǁishes foƌ gƌeateƌ autoŶoŵǇ, 
being independent is risky and not ideal. As in the other datasets, Dealmakers 
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enjoyed negotiating, Deliberators wanted to figure things out, and Debaters liked 
chatting. While Doers were pragmatic, Dynamos were feisty, Defenders sought 
stability, and Drifters remained confused and unsupported and exited 
involuntarily. 
5. Summary 
Table 26 summarises the five contingencies, 15 practices, and seven archetypes 
identified in this study that were revealed in the data coding process. It shows 
how connections are made from the analysis between the four Floyd and 
Wooldridge (1992, 1994, 1996) roles with practices mapped against them across 
all five contingencies. These four archetypes mapped directly onto the roles, with 
the addition of three more archetypes not linked to specific roles. 
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Table 26: Summary of roles, contingencies, practices, archetypes in the study 
MIDDLE 
MANAGEMENT 
STRATEGIC ROLE 
TYPOLOGY (4) 
CONTINGENCIES (5) PRACTICES (15) ARCHETYPES (7) 
Facilitating 
adaptability 
SENIORITY Innovating 
Mediating 
Supporting 
1. DEALMAKER 
 
Synthesizing 
information 
HYBRIDITY Combining 
Understanding 
Deciding 
2. DELIBERATOR 
 
Championing 
alternatives 
CENTRE-PERIPHERY 
RELATIONS 
Narrating 
Selling 
Convincing 
3. DEBATER 
 
Implementing 
deliberate strategy 
KNOWLEDGE 
INTENSITY 
Changing 
Controlling 
Completing 
4. DOER 
 
  TIME: EXECUTIVE 
TENURE, INDUSTRY 
DYNAMICS 
Go-getting 5. DYNAMO 
  Protecting 6. DEFENDER 
   Trying 7. DRIFTER 
 
Differences between the Drifter and Dynamo archetypes are shown in Table 27 as 
exemplars of polarities (Pettigrew, 1988) or extreme types, based on the five 
contingencies noted in the analysis. The Drifter was unable to control barons in 
the unit who formed their own fiefdoms while the Dynamo could cope with the 
pluralistic and hybrid nature of dealing with different units, successfully harnessed 
professorial talent and merged several research groups, despite some fierce 
opposition. In relation to the centre, the Drifter resented the central 
administration whereas the Dynamo formed a solid coalition. The Drifter was 
worried about slippage in quality and loss of key researchers, and experienced a 
disappoiŶtiŶg ƌeseaƌĐh ƌaŶkiŶg ƌesult ǁheƌeas the DǇŶaŵo eŶhaŶĐed the uŶit͛s 
profile by negotiating two high profile professorial appointments for one 
advertised position and achieved a successful RAE result. In terms of personal 
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eǆpeƌieŶĐes of the deaŶ͛s teŶuƌe, the Dƌifteƌ ǁas ousted fƌoŵ the ƌole aŶd 
eǆhausted ǁhile the DǇŶaŵo Đoŵpleted tǁo teŶuƌes ͚like a ƌuŶaǁaǇ tƌaiŶ.͛ He 
exited on his own terms after six years to another job. Finally, in terms of industry 
dynamics, the Dynamo was operating in a context of ͚manager as hero͛, and rode 
the wave of management education while the Drifter was overwhelmed by 
intensified competition, and a culture of greater governance and auditing. The two 
polarities of archetypes demonstrate the elements of a strong sense of self-
efficacy (Bandura, 1977) and confidence by the Dynamo, who partnered 
successfully with internal and central colleagues, set standards and delivered 
tangible results. The Drifter behaviours are less reassuring and reminiscent of 
FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϲ: 66) malcontent stereotype. 
Prospect theory (Kahneman and Tversky, 1979) supports the view that in 
attempting to recover from a declining situation such as declining competitive 
advantage, a strategy of recovery is pursued with more risk taking behaviours than 
in auspicious times. Gaps between aspiration and actual performance also 
demonstrate the behavioural view of the firm (Cyert and March, 1963) whereby 
individuals are more amenable to deviations from existing strategy when there are 
such discrepancies. Hence, in this study a Doer or Dynamo archetype for a 
turnaround strategy in the second dataset appears to follow more Defender or 
Drifter archetypal behaviours. 
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Table 27: Comparisons between Drifter and Dynamo archetypes 
       DRIFTER CONTINGENCIES 
 
     DYNAMO 
Intimidated by research 
barons internally, enjoys 
the status and title of the 
post but lacks focus and 
the strategic leadership 
behaviours required. 
SENIORITY Takes the initiative to invite 
review panels to provide 
insights for strategic 
planning, proactive in 
harnessing professorial 
talent to build the 
institution and work with 
superiors productively. 
Unable to control barons HYBRIDITY Internal mergers finalised 
Reliance on and 
resentment of 
centralised regime. 
CENTRE-
PERIPHERY 
RELATIONS 
Poǁeƌful aǆis of the head of 
ĐeŶtƌal adŵiŶistƌatioŶ    
deaŶ    head of “BU 
administration.  
Intensely aware of élite 
new entrants in the 
industry, presidd over 
the uŶit͛s aŶd oǁŶ 
research slippage during 
tenure. 
KNOWLEDGE 
INTENSITY 
Non-negotiable high 
performance, ambitious 
expansion, ahead of its 
time, excellent research 
results. 
Enervated, increasing 
absences, asked to step 
down. 
EXECUTIVE 
TENURE 
Prodigious working hours, 
energised, optimum six 
years. 
Overwhelmed by audit 
culture, involuntary exit, 
felt a victim of 
circumstances and 
intensifying competition. 
INDUSTRY 
DYNAMICS 
Rode the wave, lode star 
beyond the business school, 
moved to greater roles. 
Influential in shaping the 
industry. 
 
Table 28 suggests the types of comments that distinct archetypes might make as a 
further illustration of differences between the archetypes. 
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Table 28: Essential differences between the archetypes 
 
As an executive tenure progresses, one individual may naturally move between 
the archetypes rather than represent a single caricature illustrated above. For 
example, pre-tenure a dean consults and mulls oveƌ the ͚goiŶg iŶ ŵaŶdate͛ like a 
Deliberator archetype. When they arrive, they engage in meetings as a Debater 
and gradually make tradeoffs between different choices as a Dealmaker. As their 
tenure progresses, the middle manager needs to ensure they achieve results for 
renewal of their contract or move to a new role. This means that they must 
operate in Doer mode. It is hoped that mid tenure and at their peak, the manager 
is confident and competent and functions like the Dynamo archetype. Over time, 
however, they may become less trusting and less focused, weary and behave like a 
Defender. Finally, aĐĐoƌdiŶg to HaŵďƌiĐk aŶd Fukutoŵi͛s ;ϭϵϵϭͿ fifth seasoŶ theǇ 
adopt the dysfunctional behaviours of the Drifter in the absence of strategic 
renewal. 
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It would be tempting to prescribe a formula from the above discussions of an 
exemplary heroic type of business school dean in an ideal context. For example, 
the perfect storm of a failed Drifter predecessor in a research intensive business 
school would suggest the need for a new Dynamo dean, a vigorous boundary 
spaŶŶeƌ, loĐated at a seŶioƌ leǀel iŶ the oƌgaŶisatioŶ͛s hieƌaƌĐhǇ optimally for six 
years until the next REF which provides a clear strategic goal to enhance 
performance. Preferably it would be a strong business school brand in a strong 
university, triple accredited with healthy endowments. There would be a sense of 
urgency from a fully supportive HR department and vice-chancellor who does not 
interfere and top researchers who do not resist change. Ideally the Dynamo dean 
would be able to implement a turnaround strategy with explicit expectations to 
rise in the research rankings. In this perfect set up, the dean is able to deal with 
potential conflict between managerial, practitioner, and scholarly divisions in the 
business school (Simon, 1967) which could be ruthlessly subverted to the agreed 
mandate. Clearly of course, it is not possible, however, to manufacture such 
scenarios in practice and in a postheroic leadership age (Crevani and Packendorff, 
2007) as many factors emerge when aiming to realise a deliberate mandate. 
Neǀeƌtheless, ŵodifiĐatioŶs to FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ: ϭϱϰͿ typology of 
middle management strategic roles in the P-R-A-C model (Figure 18) developed in 
this thesis at the very least help to make sense of the business school deanship.  
 
The model of roles, practices, contingencies and archetypes presented in Figure 18 
offers a framework for gaining insights into the multi-dimensional aspects of the 
UK business school deanship. It responds to the lack of research on SBU managers 
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aŶd the deaƌth of ƌeseaƌĐh iŶto stƌategists͛ fiƌst-order views (Paroutis and 
Heracleous, 2013). Its application to empirical cases further enriches our 
understanding of the inner worlds of strategic actors and their actual behaviours 
thanks to the intersection of practice and contingency perspectives used with a 
middle management role typology. The strategy-as-practice movement has sought 
to be distinct from mainstream corporate strategy in formally recognised tracks at 
conferences of the Strategic Management Society, the Academy of Management, 
the European Group for Organizational Studies and the British Academy of 
Management. As the stream of SAP research approaches its second decade, there 
is scope to re-connect its micro-practice viewpoint to reconcile what Whittington 
;ϮϬϭϮ: ϮϲϯͿ teƌŵs ͚ďig͛ aŶd ͚sŵall͛ stƌategǇ ƌeseaƌĐh, i.e. ͚͚“ŵall “tƌategǇ͛ is aďout 
financial performance, typically of firms in competitive industries although in this 
thesis I would prefer ͚sŵall͛ to ŵeaŶ micro-strategizing. ͚Big “tƌategǇ͛ is aďout 
significance – impacts and purposes that stretch far beyond fiƌŵ peƌfoƌŵaŶĐe͛ 
(ibid). Moreover, archetypes of a particular type of mid-level strategist indicated in 
this thesis complement recent literature on archetypal chief strategy officers 
(Powell and Angwin, 2012) and established work on organisational strategic types 
(Miller and Friesen, 1978; Miles and Snow, 1978). 
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CHAPTER NINE: CONTRIBUTIONS, IMPLICATIONS, AND 
LIMITATIONS OF THIS THESIS 
1. Introduction 
Findings in this thesis contribute to literature on middle managers and their 
strategic roles. In particular, insights are provided on academic leaders of 
university-based business schools. Chapter one identified empirical gaps in terms 
of the strategizing practices of hybrid upper middle managers in professionalised 
public sector business units outside healthcare. It considered how these 
stƌategists͛ pƌaĐtiĐes might vary within different contexts in the same industry 
over time. 
 
Chapter two reviewed the utility of Floyd and Wooldridge͛s (1992, 1994, 1996) 
broadly conceptualised middle management typology. The model is applied in this 
thesis using a strategy-as-practice lens which is explained in Chapter three. 
Prevailing contingencies are examined internally in teƌŵs of aŶ iŶdiǀidual͛s 
seniority, professional hybridity, centre-periphery relations, tenure, and externally 
with respect to the industry sector and broader social issues.  
 
Chapter four reflected on (a) changes in the UK goǀeƌŶŵeŶt͛s policies that impact 
on business schools and (b) constraints and opportunities in the global market. 
Recently, Barber et al (2013: 3) highlighted the significant value of education and 
the threats of a technological tsunami: ͚Given the state of the global economy, 
tensions in international relations, massive gaps between wealth and poverty, the 
deepening threat of climate change and the ubiquity of weapons of mass 
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destruction, our contention is that we need a generation better educated, in the 
ďƌoadest aŶd ŵost pƌofouŶd seŶse of that ǁoƌd, thaŶ eǀeƌ ďefoƌe.͛ Daǀies ;ϮϬϭϮ: 
40) emphasized the specific contributions of UK business schools for the national 
economy as a major export earner, ͚teaĐhiŶg ϭϰ% of all higher education students 
with 7% of the staff, the MBA, iconic buildings, university cross subsidies, lots of 
overseas, postgraduate and executive students.͛ Potential changes in business and 
management education are constrained by the conventions of peer reviewed 
journals, media rankings, and professional and accreditation bodies. The 
symbolism of brand management, totemic journals, inflated professorial salaries, 
state-of-the-art business school facilities, and expensive MBA programmes are 
being questioned. Debates about legitimacy and new educational and business 
models (Starkey and Tempest, 2009; Thomas et al, 2014; Thomas and Cornuel, 
2014) make the business school deanship an interesting phenomenon to examine 
for strategic management research. 
 
This study is located in the middle management stream of strategy literature. 
Firstly, the research provides empirical evidence to support claims about 
strategizing practices within a typology of middle management roles. The 
clustering of activities identified is explained to show how the set of seven 
archetypal strategists was generated in this thesis based on five different 
contingencies. Public sector micro-strategizing is an under-researched setting 
outside healthcare. The conundrum of professors of strategy strategizing is an 
interesting site to explore hybridisation within strategic business units in pluralised 
contexts. A practice, situated, behavioural lens rather than process approach 
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allows the researcher to zoom in on first-oƌdeƌ stƌategists͛ iŶsights. Secondly, the 
usefulness of Floyd and Wooldridge͛s (1992, 1994, 1996) typology applied to 
hybrid professionals is evaluated in relation to a specified hybrid upper middle 
manager (UMM) as existing literature tends to omit details about the type of 
middle manager (Wooldridge et al, 2008), their levels or functions. Thirdly, this 
thesis contributes to literature on business school leadership at a time when 
serious questions are being raised about the legitimacy of business and 
management education. Suggestions about new paradigms demand further 
evolution of this mid-level leadership role and indicate opportunities to 
reconfigure the deanship. Finally, in this thesis the case studies, with two datasets 
of interviews filmed in 2011 offer unique access to the first-order views of SBU 
managers who can be difficult to access for strategic management research. The 
recorded interviews are readily available on the ABSUK YouTube channel. The rich 
data generated over four years (2008–2011) provide insights that are analysed 
within a clear conceptual framework that is frequently absent from publications 
with anecdotal advice and atheoretical reflections such as those by Aspatore 
(2008), Dhir (2008), and Friel (2013). 
 
The empirical results in this thesis illustrate a strategic bias amongst the deans 
studied towards pƌaĐtiĐes ǁithiŶ the tǁo stƌategiĐ ƌoles of ͚facilitating 
adaptability͛ and ͚synthesizing information.͛ This might be expected of individuals 
who are educators and researchers. The evidence points to a need for greater 
attention to be paid to ͚iŵpleŵeŶtiŶg deliďeƌate stƌategǇ͛ aŶd ͚championing 
alternatives͛, i.e. publicly legitimising new models and convincing others of the 
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value of business schools as thought leaders with strong performance 
management and innovation capabilities.  
 
It is interesting that topics in the key conferences for business school deans in 
2014 suggest different priorities in North America from Europe. Sessions on 
alumni fundraising, (re)branding, creative confidence, public sector budgets, 
emerging economies, venture capital and business school entrepreneurs were 
held at AAC“B͛s aŶŶual ŵeetiŶg iŶ the USA, i.e. the championing and 
iŵpleŵeŶtiŶg ƌoles of FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ŵodel. IŶ 
contrast, the EuƌopeaŶ deaŶs͛ 2014 conference included issues such as 
sustainability, NGOs, pollution, social innovation which represent a more nurturing 
approach to management education seen in the synthesizing and facilitating roles 
of FloǇd aŶd Wooldƌidge͛s ŵodel ;iďidͿ. Despite the globally competitive nature of 
business schools, and the hegemonic US model, regional differences are 
discernable. 
 
The insights generated by this thesis lead to recommendations for deans to 
demonstrate stronger strategic capabilities in implementing deliberate strategy 
within the constraints in which they operate. These restrictions include industry 
paradigm traps that Worrell (2009) and Thomas et al (2014) emphasize in the 
aftermath of the most recent financial crisis, as well as strained centre-periphery 
relations, a government policy of regulation, deregulation to allow more private 
providers and innovation, and students͛ ĐoŶĐeƌŶs aďout eŵploǇaďilitǇ. Other 
difficulties for business school deans include faculty disinterest in how their 
283 
 
university is managed, faculty stress, demanding executive students, and the 
popularity of business and management education with large class sizes. Contrary 
to ǀieǁs siŶĐe BuƌgelŵaŶ͛s ;ϭϵϴϯaͿ aŶd “Đhilit͛s ;ϭϵϴϳͿ studies aďout hoǁ ŵiddle 
managers formulate rather than just implement strategy, the findings in this thesis 
suggest the reverse. Mintzberg (2009) thought that top managers had become too 
removed from considered reflections about the consequences of their decisions 
and too detached from hands on implementation, deficient behaviours which 
contributed to the financial crisis. Similarly, interviews with UK deans in this study 
indicate that some of these leaders may have become too detached from reality, 
spending their time formulating abstract strategy and zealously following industry 
games rather than taking time to reflect on understanding the implications of 
execution and how they effectively promote their real impact. Perhaps business 
sĐhool deaŶs͛ effoƌts ǁould ďe ďetteƌ diƌeĐted toǁaƌds ŶuƌtuƌiŶg staff foƌ the 
long-term beyond the next accreditation or REF and being closer to students and 
engaged research and innovation, speaking in the media, rather than focusing on 
the bottom line and media league tables.  
 
The subtleties entailed in managing peers in a professionalised, knowledge 
intensive unit are particularly highlighted in this research project as business 
school deans tend to focus more on faculty than students. Ironically, scholars in 
business schools are subject to directives from professional administrators, in the 
unit and at the centre, who apply management techniques derived from the very 
theories the professors generate. Many independently minded academics prefer 
to view management as an object for research rather than an instrument to be 
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applied to them. Their allegiances are oriented more to their scholarly community, 
academic freedom, and personal careers rather than to their employers. 
 
On the one hand, the empirical evidence ŵight suggest that the deaŶ͛s ƌole is 
impossible, and overloaded (Bradshaw, 2006). It could be argued that the business 
school deaŶship ƌepƌeseŶts ͚a poteŶtiallǇ eŶdaŶgeƌed speĐies͛ ;Daǀies, 2010) 
because of role ambiguity and strain caused by inhabiting multiple worlds, as well 
as difficulties with recruitment campaigns to appoint deans (Davies, 2013). Future 
scenarios may appear bleak with faculty deans from other disciplines such as law 
replacing the business school dean in some institutions. Drifter archetypes of 
deposed dean who are beleaguered and enervated are illustrated in the data. 
Literature by insiders forecasting the end of business schools (Pfeffer and Fong, 
2002), the demise of the MBA (Schlegelmilch and Thomas, 2011) and even the 
demise of half of US business schools within five years as a consequence of on-line 
education at top-tier institutions (Richards Lyons, at Haas, Berkeley, cited by Clark, 
2014) provide a gloomy backdrop to a study of those charged with leading these 
important business units although the focus on the MBA is stronger in the USA 
than in Europe. 
 
On the other hand, the case studies here demonstrate successful exemplars such 
as the Dynamo type who adroitly navigates multiple agendas, combining 
strategizing practices in all four middle management role types. This archetype 
exemplifies the drive and the ability to form strong teams and dynamic capabilities 
(Teece et al, 1997). Dynamos are clear about their strategic priorities and timing of 
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their exit from the deanship. Such strategists are influential boundary spanners 
who are able to work with the grain of prevailing circumstances internally and 
externally rather than fall victim to industry, institutional, and government 
controls. At best they are powerhouses who shape the industry within which they 
operate.  
 
The public sector context of professional administrators and academic faculty that 
is moving to a discourse of greater marketisation offers a challenging mid-level 
position to research. The thesis has been influenced by studies in strategic 
management literature to illuminate the following themes: 
 
(1) Middle management role typology: the cases of business school deans roles 
aŶalǇsed ǁithiŶ FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ fƌaŵeǁoƌk illustƌate 
the challenges of scholar executives practising what they profess. 
Recommendations are made for deans to move from a focus on abstract 
strategizing and facilitation to more activities in the roles of championing and 
implementing. Within the seven archetypes generated, this study encourages 
greater visibility for strategic behaviours within the Dynamo, Debater, and Doer 
types of strategist. 
 
(2) Strategizing practices: respondents in this study were particularly well placed 
to ƌefleĐt oŶ the kŶoǁiŶg―doiŶg gap iŶ teƌŵs of stƌategiĐ ďehaǀiouƌs ďeĐause of 
their own experiences as management scholars and academic leaders. There was 
a sense that ŵiddle ŵaŶageŵeŶt is aďout ͚horses for courses.͛ Certain types of 
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institution and prevailing circumstances are appropriate for different managers. 
For example, many individuals who were used to research intensive environments 
could not envisage working in teaching focused institutions. The three serial deans 
ǁho ǁeƌe ͚tƌipleƌs͛, i.e. ǁho had eǆpeƌieŶĐed thƌee sets of deaŶships, were 
outliers in the sample as some moved from high to lower research intensive 
environments. The second dataset particularly revealed the importance of close-
up studies as seǀeƌal assuŵptioŶs aďout the deaŶs͛ liŵited leǀels of hǇďƌiditǇ ǁeƌe 
subsequently dispelled on further inspection.  
(3) Contingencies: the benefits of contextualising and situating the subjects in this 
study at a micro-level while paying attention to meso-level institutional, macro-
level industry and wider social influences illustrate the usefulness of an embedded 
approach. This provides rich interactive data drawing both on endogenous forces 
and externalities such as government policy and industry dynamics nationally and 
globally. 
 
2. Contributions 
The central contribution of this thesis to strategic management literature is to 
extend Floyd and Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ǁell-known typology from the 
ϭϵϵϬs oŶ ŵiddle ŵaŶageƌs͛ stƌategic roles. This thesis applies a strategy-as-
practice perspective (Whittington, 1996) which emerged after Floyd and 
Wooldridge͛s (1992) framework was first developed. The strategy-as-practice lens 
allows for a finer-grained understanding of actual everyday practices in the four 
roles in the Floyd and Wooldridge (1992, 1994, 1996) model. This thesis 
emphasises the application of contingency theory to sensitise the researcher to 
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the different contextual accounts of micro-practices in comparable positions in the 
same industry sector. Subsequently, coding behaviours within roles in different 
contexts for a specific level and type of middle manager (hybrid professional 
strategic business unit leader) allows for a general taxonomy of archetypical mid-
level business unit strategists to be produced. The overarching model presented in 
Figure 18 of practices, contingencies roles and archetypes, therefore, builds on the 
fiŶdiŶgs of FloǇd aŶd Wooldƌidge͛ ;ϭϵϵϲͿ laƌge sĐale, ŵultiple iŶdustƌǇ, and 
quantitative questionnaire in the USA. The value of a strategy-as-practice lens to 
this general model in a small-scale 21
st
 century qualitative European study is to 
provide deeper insights into a specified position. Middle management literature is 
generally characterised by a lack of detail that specifies the horizontal functionality 
or vertical seniority of incumbents. This thesis has sought to redress this lack of 
specificity by defining the type of strategic actor clearly.  
A combination of role typology, practice, and contingency theories applied to a 
well defined hybrid upper middle management role in a professionalised business 
unit enables patterns of relationships to be identified between roles, behaviours, 
aŶd settiŶgs ďased oŶ stƌategists͛ fiƌst-order reflections. The resulting typology of 
seven strategist archetypes represents a second new development within the 
literature on strategic actors offered by this research project. 
Thirdly, this thesis contributes to the growing literature about business schools. In 
particular, it explores existing paradigms whose legitimacy has been increasingly 
questioned over time and relates these to the role of dean. As the business school 
business has matured, there is greater focus on reputation as determined by 
rankings, revenue, and research publications, against a backdrop of growing 
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concern for social impact, innovation, and national economic growth. The business 
school deanship is growing increasingly complex as it has evolved from an 
internally elected to a high performance executive position in a hypercompetitive 
context. Well motivated, capable, professionalised cross-breed managers bridging 
multiple professions may be much more effective strategic actors than purebreds 
provided they retain personal credibility in their first discipline (Fitzgerald and 
Ferlie, 2000). For the business school deanship, such individuals are difficult to 
find. In actuality, a process of attrition over time with attention diverted to 
meetings and other managerial activities detracts from opportunities foƌ deaŶs͛ 
personal scholarship, the reason they originally joined academia, and from their 
executive ability to make a difference.    
2.1 Extending Floyd and Wooldridge’s model  
The contextualist perspective adopted in this thesis assumes that meaning is 
derived from circumstances (Gergen, 1982). As the basis of a strategy-as-practice 
vantage point is a concern for socially situated practices, contingency theory 
eŶaďles useful iŶsights iŶto ǁhǇ stƌategists͛ pƌaĐtiĐes ŵight ǀaƌǇ oǀeƌ tiŵe, eǀeŶ iŶ 
the same institution or for the same individual, as well as between successors and 
institutions. While Floyd and Wooldridge (1996) acknowledge general contingent 
factors such as downsizing and they produce middle manager stereotypes, for 
example malcontents and empire builders, the undifferentiated nature of middle 
managers in their work creates a gap in their conceptual model. A more nuanced 
understanding of strategizing realities for SBU managers is thus enabled by the 
strategy-as-practice stream of research in strategic management literature.       
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A key contribution from studying the intersection of roles, practices, and 
contingencies in this research is the emergence and interplay of five contingent 
factors of: 
 
1. Seniority 
2. Hybridity 
3. Centre-periphery relations 
4. Knowledge intensity, professionalised contexts outside healthcare 
5. Time: executive tenure, industry dynamics 
Using a strategy-as-practice approach demonstrates what it means to be a hybrid 
upper middle manager who straddles different professional languages and 
dominant logics in a strategic business unit. Moreover, the level of seniority is 
revealed as an important factor which distinguishes this study from upper 
echelons literature on CEOs (Hambrick and Mason, 1984) and their top 
management teams in the organisation͛s apeǆ. Specifically, the positioning of 
middle managers at the SBU interface means that centre-periphery relations are 
important contingencies that affect the day-to-day activities of strategy 
formulation and implementation. This thesis adds to the complexity of the middle 
manager position by exploring the boundary spanning role in different 
environments of varying knowledge intensity and professionalism outside the 
usual realm of healthcare that is typically found in  studies of hybrid middle 
managers (for example, Kitchener, 2000; Currie and Procter, 2005; Currie, 2006; 
Burgess and Currie, 2013). Finally, a temporal awareness in this research builds on 
FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϲͿ aĐkŶoǁledgeŵeŶt of ĐhaŶges iŶ the fate of ŵiddle 
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managers by providing rich data on shifts in strategizing behaviours (a) during 
executive tenures at an individual level and (b) in the context of historical changes 
in policies and mindsets at a sector level as the pace of competition intensifies.  
This research confirms observations made in other studies on dis/enablers of 
ŵiddle ŵaŶageƌs͛ stƌategiziŶg. These iŶĐlude higheƌ leǀels of seŶioƌitǇ ;Currie, 
2006), role clarity (Currie and Procter, 2005), support and appreciation from the 
ŵiddle ŵaŶageƌ͛s supeƌioƌ ;Currie, 1999a; Mantere, 2008), development and 
boundary spanning activities (Floyd and Wooldridge, 1997) as well as lower levels 
of interference from HR (Boyett and Currie, 2004) which facilitate middle 
ŵaŶageƌs͛ stƌategǇ ŵakiŶg Đapaďilities.  
2.2 Strategist archetypes 
As an addition to existing literature, this thesis has generated a set of strategist 
archetypes that were derived from the data: the seven Ds of the business school 
deanship. This studǇ highlights stƌategǇ pƌofessoƌs͛ ƌefleĐtioŶs oŶ theiƌ oǁŶ 
strategizing practices as hybrid-managers. The problem is that hybridity amongst 
professors may be increasingly difficult to find in a world of experts and specialist 
top journals despite reseaƌĐh ĐouŶĐils͛ eǆhoƌtatioŶs to iŶĐƌease multidisiplinarity. 
As the business school industry sector matures with incentives for early career 
academics to focus ruthlessly on publishing, in leading institutions it is becoming 
more difficult to find generalists with outstanding publications in highly cited 
journals and proven strategic management capabilities who are willing to apply for 
the business school deanship in the UK, like partners in professional service firms. 
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The seven archetypes of hybrid professional business unit manager in this thesis 
aƌe iŶspiƌed ďǇ Miles aŶd “Ŷoǁ͛s (1978) four categories of business level strategies 
(P-A-D-R: prospector, analyzer, defender, reactor). This thesis also considered the 
seven strategy team behaviours identified by Paroutis and Pettigrew (2007: 110) 
of executing, reflecting, initiating, coordinating, supporting, collaborating, shaping 
context ǁhiĐh ŵap oŶto FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ƌoles of 
implementing, synthesizing, championing, and facilitating strategy. The seven 
archetypes presented in this thesis also contribute to WhittiŶgtoŶ͛s ;ϮϬϬϲͿ 
reference to the third ͚P͛ iŶ stƌategǇ-as-practice, i.e. the strategy practitioner. They 
also suppleŵeŶt Poǁell aŶd AŶgǁiŶ͛s ;ϮϬϭϮͿ four archetypes of chief strategy 
officers which are also based on discerning different patterns of behaviours and 
orientations. 
In the three datasets investigated in this thesis, serial deans who have been deans 
twice, or even three times such as Charles Harvey, Howard Thomas, and Stephen 
Watson are especially interesting. They reveal adaptive and generative strategizing 
behaviours within different business school contexts. For instance, the business 
school settings included Đhaƌities, Ŷeǁ ͚ŵaŶageƌialist͛ ďusiŶess sĐhools, staƌt-ups 
in old and ancient universities, a large division in a university undergoing a 
significant financial crisis, a leading entrepreneurial Scottish business school, units 
without any accreditations, and others with triple accreditation. These individuals 
played various roles such as entrepreneur, divisional manager, CEO, scholar role 
model. 
While acknowledging the risks inherent in focusing on essences by stereotyping, 
typecasting, and labelling absolutes, we argue that taxonomies of archetypes, like 
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cartoons, offer simplified extremes to help make sense of messy, complex real-life 
puzzles. The archetypes provide a useful heuristic. As there is a lack of research on 
strategic business unit managers (Gupta and Govindarajan, 1984; Finkelstein et al, 
2008), the archetypes of strategists identified in this thesis contribute to strategic 
management literature on strategy practitioners below the upper echelons. The 
study also contributes to the few studies on strategic actors that use a strategy-as-
practice rather than strategy-as-process approach (Hutzschenreuter and 
Kleindienst, 2006). This research is distinct from strategic leadership research that 
analyses the demographics of leaders at the upper echelons (Wiersema and 
Bantel, 1992) as it offers a behavioural view of strategy at the upper middle 
manager level. The in-depth interview data from which the archetypes are derived 
in this thesis are generated from first-order insights of strategists which are rarely 
explored in strategic management literature, with exceptions like Barry and Elmes 
(1997) and Paroutis and Heracleous (2013). This research has, therefore, 
responded to FiŶkelsteiŶ aŶd HaŵďƌiĐk͛s ;ϭϵϵϲͿ call for strategy scholars to pay 
more attention to individual strategists. This was echoed by Jarzabkowski  and 
“pee ;ϮϬϬϵ: ϲϵͿ: ͚Theƌe is a Đuƌious aďseŶĐe of huŵaŶ aĐtoƌs aŶd theiƌ aĐtioŶs iŶ 
ŵost stƌategǇ theoƌies.͛͛ Models that help us uŶdeƌstaŶd stƌategiĐ aĐtoƌs aŶd theiƌ 
actions are, therefore, useful additions to behavioural strategy research. 
3. Practical implications: The business school deanship 
Finally, this study contributes to debates about the future configurations of 
business schools and their leaders and a renaissance in academic legitimacy 
(Thomas and Cornuel, 2014). Saturnine warnings about the hegemonic US model 
of business and management education abound. For instance, DeAngelo et al 
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;ϮϬϬϱ: ϭͿ ĐautioŶ that ͚U.S. business schools are locked in a dysfunctional 
competition for media rankings that diverts resources from long-term knowledge 
ĐƌeatioŶ͛ ǁhiĐh ŵaǇ ŵeaŶ theǇ aƌe ͚destiŶed to lose theiƌ doŵiŶaŶt gloďal 
position and become a classic case study of how myopic decision-making begets 
iŶstitutioŶal ŵedioĐƌitǇ.͛ OŶe ŵight assuŵe that the ŵost iŵŵediate souƌĐe to 
check for the fragility or otherwise of this prevailing model is to ask the strategic 
actors who are responsible for legitimating the value of business schools. Although 
The Economist (Schumpeter, 2014) casts doubts on the ability of business schools 
to take their own medicine for change.  
An outsider might assume that business schools are more business-like than most 
other academic units. Yet insiders ask whether business schools can achieve form 
over substance (Gioia and Corley, 2002) amidst considerable hype? Can business 
schools behave more like schools than businesses (Ferlie et al, (2010)? Davies 
;ϮϬϭϯ: ϴϮͿ ƌepoƌted that ͚Executive search firms find that candidates for business 
school deanships are the most likely to withdraw from interview panels in higher 
education as iŶteƌǀieǁees ƌealise the joď has ďeeŶ oǀeƌsold.͛ As mentioned in 
Chapter four, Kring and Kaplan (2011: 1) demand a skill set for future business 
school deans that is more strategic, entrepreneurial, innovative, relational, and 
people focused. Most recently, Davies and Hilton (2014) and Thomas et al (2014) 
claim that the future of the management education field can only be secured 
through transformations and innovations to match the challenges they face. This 
suggests that individual deans will need to change their behaviours. Strategic 
management scholars need to rethink the dominant paradigm and how they 
socially (re)construct their circumstances as social engineers. Just as behavioural 
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economics has become mainstream post the 2008 financial crisis, so individual 
behavioural strategy (Lovallo and Sibony, 2010) is gaining more attention. Clinebell 
and Clinebell (2008: 100) argue that: ͚The need for relevancy without returning to 
a tƌade sĐhool ŵodel is a ŵajoƌ ĐhalleŶge faĐiŶg ďusiŶess sĐhools iŶ todaǇ͛s 
eŶǀiƌoŶŵeŶt.͛ Yet eǆpeĐtatioŶs remain high for business schools. For instance, 
GoƌdoŶ aŶd Hoǁell ;ϭϵϱϵ: ϭϮϳͿ ďelieǀed that: ͚ďusiŶess eduĐatioŶ should eduĐate 
foƌ the ǁhole Đaƌeeƌ.͛ AlǀessoŶ aŶd “aŶdďeƌg ;ϮϬϭϯ: ϭϮϴͿ ĐoŵplaiŶ of ͚a serious 
shortage of high-iŵpaĐt ƌeseaƌĐh iŶ ŵaŶageŵeŶt studies.͛ Willŵott ;ϮϬϭϭͿ 
suggests dǇsfuŶĐtioŶ is Đaused ďǇ ͚jouƌŶal list fetishisŵ aŶd the peƌǀeƌsioŶ of 
sĐholaƌship.͛ Moreover, Clegg et al (2013: 1258) maintain that: ͚BusiŶess sĐhools 
are purveyors of symbolic capital for careers and the strategies associated with 
these. In an organizational field that is open to malpractice on a catastrophic scale 
and in which the gatekeeper function, such as it is, resides in a variety of for profit, 
not-for-profit and public business schools, no other institution comes close to 
assuŵiŶg the ŵaŶtle of ƌespoŶsiďilitǇ.͛ Such concerns about the responsibilities of 
business schools and their deans are highly pertinent to this research study. These 
issues demand ͚stƌategiĐ ĐhaŶges iŶ the ǁaǇs iŶ ǁhiĐh higheƌ eduĐatioŶ͛s seŶioƌ 
ŵaŶageƌs fƌaŵe its stƌategiĐ ŵissioŶ aŶd ǀisioŶ͛ ;iďid: ϭϮϱϬͿ. Gaddis (2000) warns 
of the dangers to university-based business schools of new non-university-based 
enterprises and disrupters that he calls gƌeǇhouŶds, ͚stealth Đoŵpetitoƌs.͛ As a 
former business school dean in the USA, he states that ͚tƌaditioŶal ďusiŶess 
sĐhools aƌe iŶ a suďtle deĐliŶe…ďeĐause the old sĐhools aƌe Ŷot as ƌespoŶsiǀe to 
customer needs as emerging competitors are — and have not fully recognized 
theiƌ ǀulŶeƌaďilitǇ.͛ Foƌ this ƌeasoŶ, Gaddis (ibid) ĐoŶteŶds that ͚ďusiŶess sĐhool 
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administrators must alter their management strategies and reassess institutional 
attitudes…theǇ ŵust uphold the iŶtellectual rigor and the challenges that make 
the ďusiŶess sĐhool ǁoƌthǇ of uŶiǀeƌsitǇ affiliatioŶ.͛ Innovations such as 
hbx.hbs.edu are interesting challenges. 
By understanding how the expectations and strategizing behaviours of the 
business school deanship vary in different institutions over time, we can improve 
the balance of activities and support for such hybrid upper middle manager 
strategists in professionalised business units. While acknowledging that 
professionals and managers inevitably conflict because they view similar strategic 
issues from different angles (Golden et al, 2000) and managing such relationships 
ďetǁeeŶ aĐadeŵiĐs aŶd pƌaĐtitioŶeƌs iŶ a ďusiŶess sĐhool is ͚ǀeƌǇ ŵuĐh like ŵiǆiŶg 
oil ǁith ǁateƌ͛ (Simon, 1967: 16), the aspirations for management to be 
professional (Khurana, 2007) and business schools to be ethical (Augier and 
March; 2011: 276) mean that these struggles often intersect in the role of the 
dean. If these upper middle managers are to improve the strategizing practices 
they profess and enhance their own practices, then further research on business 
school leaders would be valuable. 
4. Limitations of the study 
Certainly, this social science research study has a range of limitations which are 
noted below:  
 
(i) Interview and documentary data 
Much of the data is based on the suďjeĐts͛ self-report and theiƌ Đolleagues͛ 
retrospective commentaries. Some events discussed occurred 50 years ago. It 
assumes that the respondents were sufficiently reflexive and reliable (Giddens, 
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1984) in their reports. Direct observations in a longitudinal ethnography might 
have been preferable (for example, Pettigrew, 1973) but were not feasible given 
the time and budget constraints of a single researcher working full-time and 
studying part-time. The use of interviews and documentary materials rather than 
direct observation is adopted (Orlikowski, 2002). One dean, when asked during the 
research design process if he would consider the researcher shadowing him in 
meetings, like the observation techniques adopted by Jarzabkowski (2000) in 
several universities, strongly opposed the idea. The researcher was, however, able 
to observe him and other deans in the datasets in national committees and 
conferences that they chaired. Co-authoring vignettes in the main study with the 
subjects also allowed the researcher to observe directly how individuals operated. 
There is no guarantee that self-report equates to what others perceive as social 
constructions of reality. Triangulated research methods were used, however, to 
highlight self-deception, social desirability bias, retrospective sensemaking, and 
factual inaccuracies. 
 
(ii) Sample size 
This study investigates 24 respondents in 17 UK institutions who had experienced 
working as deans in 35 business schools. Generalisations to other hybrid business 
units and upper middle managers are, therefore, limited, although cross case 
comparisons were explored. Mintzberg (1973) only studied five executives for his 
doctoral thesis while Jarzabkowski (2000) investigated three universities for her 
dissertation. Typically, strategy-as-practice studies tend to draw on small datasets 
to encourage rich description (Geertz, 1994).   
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(iii) Performance management data 
This thesis considers perceptions of success but does not provide quantitative data 
on an individual dean͛s effectiveness and accomplishments as Goodall (2007) did 
in her doctoral study of scholar-leadeƌs͛ ĐitatioŶs ƌeĐoƌds. Financial performance 
outcomes during various deanships were not considered due to a lack of available 
historical financial data. The thesis is more concerned with behaviours, i.e. 
performativity, rather than economic performance although rankings and 
accreditations are an indication of important performance metrics. 
 
(iv) National focus 
Despite an initial proposal to undertake a thesis based on groups of international 
deans, for ease of comparison it was decided to focus on the UK. In practice, only 
two deans outside England (from Scotland and Wales) were engaged in the 
research. The UK university-based business school industry is one of the most 
popular and sophisticated in the world in terms of triple accreditations and 
international outreach (second only to the USA). It can be claimed that this study 
is representative of the heterogeneous European model of business and 
management in public sector universities (Antunes and Thomas, 2007).  
 
(v) Absence of political perspectives 
While a rational analytical perspective is not proposed in this study, neither does 
the research consider power and politics in any depth. Clearly, the respondents 
occupy important organisational positions and political considerations would be 
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an interesting avenue for research, as Fragueiro (2007) demonstrated in his 
doctoral study of deans in three élite business schools at IMD, INSEAD, and LBS.  
 
(vi) Focus on a single industry sector 
This thesis focuses on the university-based business school industry, the public 
sector, rather than on upper middle managers in other non-profit settings or the 
private sector. While its resonance beyond higher education might be limited, it 
may be relevant for expert managers in professional service firms. Other types of 
deans in professional schools (e.g. education, engineering, health, medicine) may 
draw on lessons from this study. As other university departments are becoming 
more commercially aware and focused on the impact of their research in austere 
times, the findings are transferable to middle managers in different academic 
disciplines where academic management may be less developed.   
 
;ǀiiͿ DiǀeƌsitǇ of stakeholdeƌs͛ peƌspeĐtiǀes 
This study concentrates on managers and draws on data from their colleagues 
;iŶĐludiŶg deaŶs͛ seĐƌetaƌiesͿ. It does Ŷot soliĐit the ǀieǁs of loǁeƌ leǀel 
employees, students, or industry outsiders.  
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CHAPTER TEN: RECOMMENDATIONS AND CONCLUSIONS 
1. Introduction 
This final chapter considers possible future research avenues based on the findings 
in this thesis. Chapter ten reflects on recommendations indicated by the insights 
gained and provides an overall conclusion. 
2. Future research directions 
Future research could focus on particular theoretical aspects of archetypal 
strategists. Further work on archetypes of strategists might explore one ideal type 
in greater depth. We could also explore how identities are developed, how 
Dynamo strategizing practices can be supported, how Drifter behaviours might be 
avoided, and how teaŵ ŵeŵďeƌs ĐaŶ ĐoŵpleŵeŶt deaŶs͛ biases. The unit and 
level of analysis, different samples and methods could be modified for the 
collection of additional empirical data. Further studies might investigate multi-
level interactions, the strategizing practices of upper middle managers across 
boundaries, or explore behaviours at specific levels in particular types of 
institution. At the micro-level, there is scope for a longitudinal cohort study using 
diaƌǇ aŶalǇsis. DeaŶs͛ stƌategǇ ŵeetiŶgs Đould ďe oďseƌǀed. Otheƌ ƌeseaƌĐh 
projects could include comparisons of cross country cohorts, cross disciplinary 
studies of heads of different professional schools in universities, a study of a 
particular category of deans who are professors of strategy, or a specific sample of 
individuals who have cross university, pro-vice-chancellor roles would yield 
different viewpoints. We could explore the emergence of hybrid scholars and of 
transnational serial deans, comparing pairs of individuals. Further studies might 
also include ethnographic approaches to shadow deans or map their behaviours 
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more closely to middle management role typologies during transitions between 
jobs and over their tenures. Future research at a meso-level could investigate 
dyads of deans and registrars/pro-vice chancellors in the same way as Empson et 
al (2013) explored the dyadic relationships between managing partners and their 
chief operating officers in law partnerships. It is possible to examine deaŶs͛ teaŵs 
or views of the deanship from the centre or externally. Meetings might be 
observed that exemplify strategizing at the intersections of boundaries between 
business units or the centre and periphery or between the organisation and its 
environment. There is also scope to examine each of the five contingencies 
identified in this thesis in greater depth. At a macro-level, the phenomenon of the 
hybrid upper middle manager could be considered in the light of changing 
business and educational models (e.g. Thomas and Cornuel, 2014) or in relation to 
the capabilities of students graduating from particular business schools compared 
ǁith theiƌ deaŶs͛ oƌieŶtatioŶs. For instance, Horwitz (2010: 34) argues that 
ďusiŶess sĐhools Ŷeed to ďe tƌaŶsfoƌŵed to pƌepaƌe studeŶts foƌ ͚[s]uĐĐessful 
next-generation firms [which] will be collaborative and interconnected, forming 
partnerships and multiple-loĐatioŶ ǀiƌtual teaŵs.͛ Research across industry sectors 
Đould also ďe Đaƌƌied out to Đoŵpaƌe ďusiŶess uŶit ŵaŶageƌs͛ stƌategiziŶg 
practices. Different levels of hybridity may be distinguished as the business school 
industry landscape becomes increasingly specialised with a focus on greater 
research selectivity. Senior partners in professional service firms such as law or 
accountancy firms might also be interesting comparators of how to strategize 
amongst peers.  
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One management researcher who has recently become a dean is recording his 
personal reflections about the role during his daily commute. Another professor 
who has stepped down from the business school deanship is interviewing other 
deans to compare competing business unit and parent institution indentities and 
narratives and issues of inauthentic and deceitful behaviours.  Research questions 
relating to hybridity might reflect on how hybrid intellectual leaders with 
commercial acumen emerge in a world of specialist scholars. Further data could be 
collected to show how practices especially in the roles of championing and 
implementing are developed.  In terms of the contingency of centre-periphery 
relations, future research projects might consider changes in the roles of faculty 
deans, inequities in different internal university tax regimes, and how business 
school deans manage upwards in the context of internal consolidation and larger 
business units. Researchers might ask how central administrators view business 
school strategizing practices. Further research in knowledge intensive 
organisations could also consider issues of talent management and succession 
planning. In the context of a globally mobile academic labour market, how do 
organisational élites and the squeezed middle strategize while taking into account 
the sensitivities of professionalised labour? The Economist (2011) suggests that 
mid-ranking schools are experiencing difficulties in a recession and should use this 
as a stimulus for innovation to deliver better value for money. With respect to the 
ĐoŶtiŶgeŶĐǇ of eǆeĐutiǀe teŶuƌe, ǁhat aƌe the effeĐts of seŶioƌ ŵiddle ŵaŶageƌs͛ 
transnational careers, what happens during transitions? Is the UK business school 
deanship more likely to develop into a mainly fundraising model as in top US 
ďusiŶess sĐhools? What is the iŵpoƌtaŶĐe of the deaŶ͛s teaŵ oǀeƌ tiŵe? Hoǁ do 
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perspectives change during the life course in relation to orientations to time 
(Tuttle, 1997) and the seasons during managerial tenures and seasons (Hambrick 
and Fukutomi, 1991; Gmelch et al, 2011)?  How high stakes is a career move into 
the business school deanship? What do deputy deans do? As the business school 
industry model is being questioned, future research directions might consider the 
impact of consortia, joint ventures of business schools, publishers, management 
consultancies, technology firms, the effects of mergers (e.g. Aalto, Neoma, Skema 
business schools), changing educational models using mobile apps, online courses, 
the impact of recessions, cuts in government funding, and changing public policy, 
and perceptions on the role of the business school leader. 
Furthermore, future research on business school leadership can investigate 
performance outcomes, handovers, and succession strategies, using quantitative 
or mixed methods research. In terms of different methodological approaches, 
futuƌe ƌeleǀaŶt ƌeseaƌĐh pƌojeĐts ŵaǇ iŶĐlude shadoǁiŶg, filŵiŶg leadeƌs, leadeƌs͛ 
use of smartphones, hybrid or agoric leadership, and leadership teams. 
 
FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ stƌategiĐ ŵiddle ŵaŶageŵeŶt ƌole 
typology provides a broad, decontextualised, and eclectic overview. This thesis 
compensates for these drawbacks by researching a specific category of hybrid 
upper middle manager in a single industry using contingency theory and a 
strategy-as-practice approach. FloǇd aŶd Wooldƌidge͛s (ibid) model was developed 
from cross-sectional survey data from US private sector firms whereas this thesis 
analysed in-depth face-to-face, one-to-one interviews to produce vignettes over 
fouƌ Ǉeaƌs that iŶĐoƌpoƌated stƌategists͛ fiƌst-order views. The role typology 
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framework is static and discounts specific details about the functional and 
hierarchical levels of middle managers. In contrast, this thesis provides a dynamic 
appreciation of changes over time, including a single institution over its history 
and business unit managers in professionalised, pluralistic units in the public 
sector in a single industry. Executive tenures and industry turbulence are 
considered in this thesis which adopts a richer, personalised approach to 
uŶdeƌstaŶdiŶg ŵiddle ŵaŶageŵeŶt stƌategiziŶg thaŶ FloǇd aŶd Wooldƌidge͛s 
(1992, 1994, 1996) framework. 
 
Much of the literature on archetypes in strategy has focused on organisational 
rather than practitioner archetypes, e.g. Miles and Snow (1978), Mintzberg (1983), 
Porter (1980), Weber (1946). There is considerable scope to expand on the work 
of Thomas and Angwin (2012) to explore different categories of strategy 
practitioner.  
 
IŶ teƌŵs of ǁhat ƌeseaƌĐh ďusiŶess sĐhools eŶgage ǁith, BiƌkiŶshaǁ et al͛s ;ϮϬϭϰ: 
38) ͚ƌeĐoŵŵeŶdatioŶs iŶĐlude askiŶg ďiggeƌ, ďetteƌ, aŶd ŵoƌe ĐhalleŶgiŶg 
questions compared to the orthodoxy in our management research and engaging 
in modes of research that are not only intellectually challenging but that also have 
the poteŶtial of ŵakiŶg a ƌeal iŵpaĐt oŶ ŵaŶageŵeŶt pƌaĐtiĐe.͛ These 
observations apply generally to management research but could equally be 
applied to research on business schools or upper middle managers. 
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Further research relevant to this thesis might test some of the hypotheses that 
this research implies within each of the five contingencies. Evidence from this 
study indicates the kinds of propositions listed in Table 29. 
Table 29: Future research avenues based on the five contingencies in this study 
1. Seniority 
The literature suggests that middle managers who are more senior have greater 
autonomy and strategic influence. It would be interesting to explore faculty deans 
who have responsibility for the business school and business school deans in 
institutions where they have cross university roles. It is possible that greater 
seniority and a much wider portfolio dilute the attention incumbents pay to the 
business school and distract them from detailed strategizing practices needed to 
ensure strategy implemention in the business school unit compared with settings 
where there is a dedicated dean of the business school. A larger role may be less 
satisfying because of the loss of control and the greater span of control. This would 
be consistent with a stateŵeŶt iŶ the data that the ͚ďusiŶess sĐhool deaŶship is 
the ďest joď iŶ the uŶiǀeƌsitǇ͛ [DeaŶ ϭϮ/ϭϳ] aŶd Gaƌƌett͛s ;Aedy, 2014) comment 
that vice-chancellors have less satisfying roles as they must focus on STEM 
subjects. 
2. Hybrid managers 
From this study, role conflict and role strain appear less prevalent in lifelong hybrid 
and serial business school deans as they seem to have developed capabilities in 
synthesizing and facilitating multiple agendas in multi-unit, pluralised organisations 
and to remain relatively relaxed. Individuals new to the deanship inevitably tend to 
experience initial cognitive dissonance in grappling with espoused and actual 
mandates. How does hybridity emerge and change over time and how do upper 
middle managers ensure a balance between professional roles to ensure 
continuing legitimacy amongst multiple constituents without completing going 
oǀeƌ to the ͚adŵiŶistƌatiǀe daƌk side͛? 
3. Centre-periphery management 
Previous studies indicate that the more robust and supportive the relationships 
ďetǁeeŶ the “BU ŵaŶageƌ aŶd theiƌ supeƌioƌ, the gƌeateƌ the ŵiddle ŵaŶageƌ͛s 
autonomy to develop and implement strategy and to exhibit the behaviours of a 
Dynamo strategist archetype. Further research might illuminate how this is 
actually achieved in practice and in institutions ranked at different levels. 
4. Knowledge intensity 
It might be assumed that the more knowledge intensive the business unit, the 
clearer the mandate for implementation. For instance, the business school dean in 
this setting becomes a research manager with a specific remit to enhance research 
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quality rather than an all round general manager with a very mixed portfolio. The 
more knowledge intensive the context, the more facilitating and synthesizing 
ďehaǀiouƌs ďased oŶ the stƌategists͛ pƌiŵaƌǇ ƌoles as ƌeseaƌĐheƌs aŶd eduĐatoƌs 
are evidenced, however, championing and implementing behaviours need to be 
developed. There are risks of leading scholars as deans focusing on esoteric 
research and abstract strategizing without demonstrating real impact or a solid 
grasp of strategy execution. 
5. Time: Executive tenure 
Two terms of the deanship in one institution (of around six to eight years) appear 
to be optimal. An individual who has successfully completed one deanship is often 
seen as a more legitimate candidate for a new deanship appointment when 
competing against individuals who are new to the role. Longitudinal research 
designs could reveal more precisely the strategizing behaviours and competences 
of middle managers exiting prematurely compared with the behaviours of deans in 
long tenures using relevant life-course and succession literature. 
Industry dynamics 
Over time, the role of business school dean has become more professionalised. 
The pace of competition has intensified with greater research selectivity, national 
rankings, and global competition. This has driven the demand for more 
championing and implementing strategic behaviours as prospecting mechanisms 
for new students and recruiting and retaining high quality faculty become more 
sophisticated. Business schools need to justify their legitimacy and return on 
investment in a post crisis era and remain alert to the development of new 
strategies in the sector. Further research on mapping changing industry models to 
types of strategic practitioners would be interesting to link organisational and 
individual strategic archetypes.  
 
The micro-foundations stream of strategy (e.g. Felin and Foss, 2005, 2006) offers 
another avenue for future research on middle managers. This explores individual 
(inter)actions that may explain outcomes at the more collective firm level. Middle 
ŵaŶageƌs͛ aĐtiǀities Đould also be explored through the lens of behavioural 
strategy (Gavetti, 2005) with a social psychological perspective as a further 
balance to the traditional macro bias in strategic management research. 
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3. Recommendations 
This thesis has attempted to address research gaps in terms of middle managers 
being undifferentiated horizontally and vertically in their roles within existing 
literature. It has sought to do this by highlighting specific practices of SBU mid-
level managers through understanding micro-strategizing in a macro context by 
recognising prevailing contingent institutional and industry influences on 
ďehaǀiouƌs. The studǇ has folloǁed HaŵďƌiĐk͛s ;ϭϵϴϵͿ Đall to ƌehuŵaŶise stƌategiĐ 
ŵaŶageŵeŶt ƌeseaƌĐh aŶd ƌespoŶds to Paƌoutis aŶd HeƌaĐleous͛ ;ϮϬϭϯͿ Ŷoǀel 
ǁoƌk oŶ stƌategists͛ fiƌst-order views. By choosing a strategy-as-practice lens, this 
research project ƌeǀeals iŶsideƌs͛ peƌspeĐtiǀes oŶ ĐoŶŶeĐtioŶs ďetǁeeŶ ŵiĐƌo-
meso-macro influences, i.e. practices, roles, and contingencies. The case studies of 
hybrid academic leaders take middle management literature outside the 
healthcare sector to add an emerging taxonomy of hybrid professionalised middle 
manager strategist archetypes based on deans in UK university-based business 
schools. 
Bolman and Gallos (2011: xiv) suggest four frames to analyse the academic leader 
as: (i) analyst/architect; (ii) compassionate politician; (iii) servant, catalyst, coach; 
and (iv) prophet and architect. This model might be mapped onto Floyd and 
Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ fouƌ stƌategiĐ ŵiddle ŵaŶageŵeŶt roles 
respectively of synthesizing information, championing alternatives, facilitating 
adaptability, and implementing deliberate strategy. These are evidenced in the 
Deliberator, Debater, Dealmaker, and Doer archetypes identified in this thesis. 
Bolman and Gallos (2011) do not highlight the importance of selling or strategy 
execution in their model directly although these activities may be seen in the 
307 
 
politician and catalyst frames. A key argument in this thesis is that the primary 
professional behaviours of the middle managers studied are evident in the roles of 
synthesizing information as researchers and facilitating adaptability as educators, 
however, to emulate the Dynamo archetype, more activities in the roles of 
championing alternatives and implementing deliberate strategy are needed in 
future. In an age of anti-heroes, we should beware of mythologising strategists 
(Paroutis et al, 2013). We should also heed Parker͛s (2014: 282) concerns about 
the sustainability of implementation strategies which focus oŶ ͚jouƌŶal aƌtiĐle 
productivity, league table position and profitable products [being] defined as [the 
deaŶ͛s] oŶlǇ Đƌiteƌia foƌ suĐĐess͛ ;iďid: ϮϴϮͿ.  He asks: ͚If it [the uŶiǀeƌsitǇ] is 
entirely constituted and legitimated on the basis of narrow key performance 
indicators, of predictably obedient economic actors managed by someone who 
assumes absolute authority, then in what sense is it capable of providing the sort 
of autonomous reflection which justifies the idea of a university as a different 
space foƌ thought?͛ ;iďid: ϮϴϵͿ. We recommend more supportive infrastructures 
for strategic leaders and a better understanding of realistic aspirations to allow 
business schools to be more innovative and gain greater legitimacy as thought 
leaders that make a difference. Chia (2014) articulates the unique competitive 
advantage and contributions that business schools can make to organisations and 
society: ͞to offer counterintuitive viewpoints that challenge the dominant 
oƌthodoǆǇ…TheǇ ŵust haƌďouƌ a healthǇ disdaiŶ foƌ the iŵŵediate ĐoŶĐeƌŶs, 
pƌeoĐĐupatioŶs aŶd pƌioƌities of the ďusiŶess ǁoƌld.͛ It is interesting that to date, 
only one leading business school deaŶ has giǀeŶ a TEDǆ talk    Nohria (2011) from 
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Harvard. We argue that surely if ǁe haǀe ͚ideas ǁoƌth spƌeadiŶg͛, theŶ we need 
more TEDx deans. 
All three datasets in this study have produced interesting examples of academic 
leaders who have been in the deanship role three times and represent positive 
deviants. One of these individuals was interviewed at the end of a decade long 
tenure and almost two years into his subsequent deanship in Asia. Overall, deans 
in the first group interviewed indicated immediate and pressing concerns. These 
represented individuals whose deanships were well established beyond the first 
season (Hambrick and Fukutomi, 1991; Gmelch et al, 2011). They can be said to be 
iŶ the latteƌ half of the stages iŶ “upeƌ͛s ;ϭ980: 289) life career rainbow which 
ranges from growth, exploration, establishment, maintenance to decline. The 
second dataset allowed for insights into the life course of one business school and 
enabled comparisons over five decades between successors and changing 
orientations to concepts of time (Tuttle, 1997). The third diverse set of data 
yielded views from several veterans and newcomers and proportionally more 
women. Across all three groups, common themes about the balancing of multiple 
objectives were clear, with an appreciation of how tough it is in the first season of 
a deaŶ͛s teŶuƌe to estaďlish pƌioƌities, juggle diaƌies, gaiŶ ďuǇ iŶ, aŶd to ǁoƌk 
effectively across boundaries to realise expectations within the business school 
(where there is often considerable paradigm commensurability across academic 
disciplines), in addition to managing laterally, upwards, and outwards.  
As the business school industry has matured to focus on rankings and reputation 
and to operate as a cash cow for the parent institution, the dominant discourse is 
now of renaissance. There seemed to be a general consensus that the golden age 
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foƌ ǁesteƌŶ ďusiŶess sĐhools is oǀeƌ. If FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ 
roles are loosely applied to strategic behaviours observed in the UK business 
school industry, it could be argued that the sector has evolved from synthesizing 
the US model of business and management education (Tiratsoo, 2004) to 
facilitating different variants such as less quantitative and more socially aware 
models in Europe (Antunes and Thomas, 2007). The business school sector has 
shown evidence of championing activities in strong branding and in implementing 
deliberate strategy to demonstrate clear returns on investment and impact. More 
and more business schools have been defending themselves against accusations of 
irrelevance, obsolescence (The Economist, 2014) and even suggestions that 
business schools are damaging organisations (Ghoshal, 2005; Podolny, 2009). Yet 
the US model is being eroded, for example European and Asian business schools 
are overtaking US schools in the FT global MBA rankings (Collet and Vives, 2013). 
Thomas et al (2014), amongst others, have suggested various enlightening and 
gloomy scenarios. With tenures shortening (Bradshaw, 2013b), dramatic exits, and 
deanships taking a long time to recruit (Allen, 2014), the prospects for the 
university-based business school deanship in non-élite institutions are uncertain. 
Jim March provides both optimistic and realistic viewpoints. He believes that the 
university adŵiŶistƌatoƌ͛s ƌole is to ďalaŶĐe eǆploitatioŶ aŶd eǆploƌatioŶ: ͚[i]n a 
world in which most of the pressure is for efficiency and rationality, an 
administrator has to help sustain experimentation. In a world of craziness, an 
administrator has to sustain ordeƌ͛ ;Augieƌ, ϮϬϬϰ: ϭϳϲͿ. The ŵost optiŵistiĐ 
scenarios for business schools are for them to reinvent themselves, remain vital, 
and socially relevant and collaborative. This is perhaps feasible for the élite (The 
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Economist, 2014), and the oligarchs (Boxall, 2013) but for the squeezed middle 
and lower ranked institutions there is potential for shakeouts. Consequently, the 
deanship could merely represent a well-eduĐated ͚pƌeĐaƌiat͛ if ͚[ď]usiŶess sĐhools 
are better at analysing disruptive innovation than at dealing ǁith it͛ ;“Đhuŵpeteƌ, 
2014: 63) or disrupting themselves (GMAC, 2013). 
Generally, the interviews in this study with 24 deans in the 21
st
 century show an 
appreciation of what it is to strategize as a middle manager in much greater depth 
than Floyd and Wooldƌidge͛s ;ϭϵϵϲͿ suƌǀeǇ of Ϯϱϵ ŵaŶageƌs iŶ Ϯϱ oƌgaŶisatioŶs 
during the 1990s. Conceptually, the strategy-as-practice lens applied in this thesis 
helps enrich middle management role typology close-up in different settings. It 
links mid-leǀel ŵaŶageƌs͛ ŵicro-practices to the context of macro changes with 
the benefits of zooming in and out. The themes of middleness and hybridity are 
clearly conveyed in pluralistic units within multi-divisional and professionalised, 
non-private sector organisations over time. Moreover, the application of a role 
typology in a single industry suggests the possibility of developing typologies of 
strategists in other strategic business units at different levels. 
Overall, the analysis in this thesis has confirmed the importance of boundary 
spanning (Floyd and Wooldridge, 1992), a supportive centre, the need for role 
clarity and autonomy, themes found in existing strategy literature on middle 
managers. Since the 2002 articles by Gallos and Bedeian on the business school 
͚deaŶ͛s sƋueeze͛ aŶd the ͚deaŶ͛s disease͛ ƌespeĐtiǀelǇ, a ǁhole host of Ŷeǁ 
strategic issues over the past decade for business schools have emerged: social 
media, global competition, Asia rising, established media rankings and 
accreditation games, inter-disciplinarity, social challenges, the tyranny of top tier 
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journals, etc. The talent war for faculty and students has intensified. 
Consequently, a cadre of transnational business school deans is emerging, 
particularly in Asia from the west which raises a question about their roles as 
vectors of isomorphism (Allen et al, 2014). This thesis has also highlighted future 
research avenues such as an examination of serial deans and transnationals as 
interesting phenomena in terms of the metabilities of individuals who successfully 
sustain multiple deanships in different cultures. The study has emphasized a 
pluralistic and hybrid middle management role that spans multiple professions 
and organisational layers. Research on serial transnational deans would add 
further conceptual complexity. 
In terms of practical recommendations, on the basis of the findings in this study 
business school deans might be advised to: 
1. Question the espoused, going in mandate carefully and create the right 
conditions to accept the appoiŶtŵeŶt so that the uŶit͛s stƌategǇ is 
aligned with the central corporate strategy and goes with the grain of 
the deaŶ͛s pƌofile. 
2. Build a complementary team and positive relationships with the centre. 
3. Allow time for reflection, reframing, and revitalisation.  
4. Educate superiors and communicate with them regularly about 
expectations. 
5. Delegate, build teams, and chair committees effectively to make clear, 
well-supported decisions.  
6. Establish clear performance management systems that respect 
professional behaviours, work with the grain of the culture. 
7. Establish clear values, moral behaviours, and a shared sense of 
purpose. 
8. Following extensive consultation, formulate and sell a distinctive 
narrative of the strategic vision that includes a clear identity and 
intellectual leadership. 
9. Develop a strategy for personal time, wellbeing, and energy 
management and balance attention to internal and external demands, 
networking and boundary spanning over the tenure. 
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10. Use positive language and see the dean as the chief sales person. 
11. Accept the loss of time for personal scholarship, consider co-
authorship, doctoral supervision. 
12. Develop self-belief, self-confidence, listening, patience, and 
opportunities for strategic renewal. 
13. Allow time for chat, environmental scanning, play, experimentation, 
and innovation. 
14. Nurture, support, motivate, empower and mobilise others. 
15. Seek opportunities to be coached and gain useful feedback. 
16. Manage the deanship as a project and plan your exit. 
 
What a new dean does clearly depends on circumstances. Questioning the going in 
mandate, auditing how the business school really is performing, clarifying the 
actual remit, building constructive relationships and clear expectations with the 
university centre, building a coalition internally, understanding the industry 
laŶdsĐape aŶd the iŶstitutioŶ͛s aŶd uŶit͛s positioŶ ǁithiŶ it aƌe iŵpoƌtaŶt 
activities. New deans need to consider how to develop dynamic practices in Floyd 
aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ fouƌ stƌategiĐ ŵiddle ŵaŶageŵeŶt ƌoles aŶd 
consider their changing priorities and orientations over time. Issues about support 
for a new business school dean, their socialisation and understanding of 
performance management metrics and how these might be accomplished need 
clarification. This study suggests that business school deans should preferably 
report directly to the vice-chancellor. They need to establish clear routines, their 
degrees of freedom in managing an important strategic business unit and what 
help they will gain internally. Clear goals and performance management that 
respects professional autonomy, and identifying distinctive unit and corporate 
strategies are useful ingredients in the strategic mix. Within the championing role, 
upbeat positive internal and external communications and relations matter. In the 
synthesizing role, practices that synthesize and formulate strategic decisions as if 
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the deaŶship ǁeƌe a ƌeseaƌĐh pƌojeĐt aƌe helpful. The ďusiŶess sĐhool deaŶ͛s joď 
can be very lonely and so being coached and mentored and facilitating change 
through social learning, nurturing others, practices that encourage interacting and 
experimenting are important to support new ideas to ensure commitment to 
implementation and to overcome inertia or a one-size-fits-all approach by the 
centre. 
 
In terms of the strategizing practices identified in this project, it is recommended 
that business school deans facilitate adaptability by mediating with different 
stakeholders and through the allocation of resources to allow for innovation. As 
synthesizers, they need to combine information from different sources to inform 
decision making. In the championing role, business school deans must provide 
coherent narratives to convince others and sell their business unit. Ultimately, 
leadership is about change which requires not only imagination and innovation 
but control and discipline to produce results.  
 
This thesis has provided rich empirical data to explore the strategizing practices of 
hybrid professionals using a typology of middle manager strategic roles to 
generate a typology of strategists based on contingent influences. The research 
gaps discussed in the first half of this thesis about middle managers being 
depersonalised and undifferentiated in existing literature are addressed in this 
study which contextualises specific categories of upper middle managers in 
knowledge intensive business units. The cases of particular hybrids in a 
professional bureaucracy moving towards a market logic provide a unique 
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understanding of strategizing practices. The exemplars refine the Floyd and 
Wooldridge (ibid) strategic middle management typology in greater depth, 
exposing differences between activities in the roles. Outlier archetypes of the 
Dynamo and Drifter are suggested for the results that do not map easily on to 
each of the four Floyd and Wooldridge (ibid) roles. The strategy-as-practice lens, 
together with a contingency perspective, expands the typology of middle 
ŵaŶageƌs͛ iŶǀolǀeŵeŶt iŶ stƌategiĐ ĐhaŶge to enable micro-strategizing and 
macro-level insights. Five features of context in relation to: (1) seniority; (2) hybrid 
upper middle managers; (3) strategic business unit managers and centre-periphery 
relations; (4) knowledge intensity and (5) temporal changes over individual 
tenures and industry dynamics allow for a more nuanced understanding of what it 
is to ďe a ͚stƌategist͛ aŵoŶgst academic peers. The evidence indicates 
predilections for roles developed in the primary profession of academic scholar 
and educator. They show the necessity in a changing industry landscape for middle 
managers to demonstrate championing alternatives and activities involved in 
executing strategy. These behaviours are needed for more self-promotion, 
legitimising, and explicit communication of innovation and impact. This represents 
a shift from the retired middle managers in the study (with the exception of 
George Bain) who tended to focus mainly on supportive and cognitive approaches 
to strategy.  
 
The tough activities of demonstrating a real difference and communicating this 
powerfully are vital for future prototypes of business school deans. They have to 
ďalaŶĐe the UK goǀeƌŶŵeŶt͛s poliĐǇ of studeŶts at the heaƌt of the sǇsteŵ ;BI“, 
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ϮϬϭϭaͿ aŶd gƌeateƌ ƌeseaƌĐh seleĐtiǀitǇ ǁith the poǁeƌful iŶflueŶĐes of puďlisheƌs͛ 
journals and rankings, as well as aĐĐƌeditatioŶ ageŶĐies͛ Đƌiteƌia aŶd ŵoƌe taŶgiďle 
concerns about teaching quality, employability, and the bottom line. Assertions 
about the failed professionalisation of management project (Khurana, 2007) and 
the need for business schools to reform themselves radically (Thomas et al, 2014) 
are investigated here from the perspective of the business school dean. Khurana 
;Blooŵďeƌg BusiŶessǁeek, ϮϬϬϵͿ aƌgued that ǁheƌe ͚business schools went wrong 
was starting to see themselves as business and not enough as eduĐatioŶ.͛ There 
are inevitably implications for the strategy work that deans practise, their 
legitimacy, and how the business school deanship might be remodelled. 
 
The 24 case studies in this thesis illustrate in various contexts that with sufficient 
boundary spanning and autonomy and working strategically with academic peers 
and administrators, the hybrid upper middle manager can synthesize meaningfully 
to articulate clear strategic choices, sell these to their key stakeholders, and 
facilitate changes that are implemented. Where managers lack boundary spanning 
capabilities to work across professions, fail to develop robust centre-periphery 
relations and / or are unable to reconcile role strain or to meet ambitious 
expectations with realistic proposals and actions, then strategic drift often ensues. 
These mid-level executives do not work in isolation. Whether their experiences are 
exhilarating and impactful or lacklustre and fragmented resulting in them being 
stood down abruptly (Bradshaw, 2013b) depend on how they frame prevailing 
contingencies to formulate and implement appropriate strategies. Differences are 
found in the case studies in terms of individual and industry lifecycles, how the 
316 
 
deans navigate compliance with regulations and facilitate innovation, aligning 
business and corporate level strategies while coping with the intellectual, physical, 
and emotional challenges of the demanding position personally over time.  
 
If we assume sufficient self-determination and no radical game changing 
exogenous shocks, it is hoped that the future sustainability of business schools is 
mainly within the remit of academic leaders, especially business school deans. 
National governments rely on human and social capital with capacity for 
innovation and knowledge generation to produce research and innovation for 
growth (BIS, 2011b). As business schools are so popular with students, they have 
the potential to be anchors of the economy and engines for recovery (Wilson, 
2012) if they remain relevant and fit for purpose. Wilson and McKiernan (2011) 
ĐoŶteŶd that deaŶs ŵust oǀeƌĐoŵe ͚gloďal ŵiŵiĐƌǇ͛ if theǇ aƌe to ƌesist 
institutional pressures to conform. Business schools must leverage theoretical 
knowledge to address pressing social and economic challenges through 
interdisciplinary collaboration in addition to fundamental research. The future 
developments of government and accrediting body policies and rankings criteria 
can only progress through the courage of deans to challenge existing models and 
to shape the business school industry so that it is fit for purpose, avoiding 
obsolescence (The Economist, 2014).  
 
FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϲͿ ƋuestioŶŶaiƌe is a useful diagŶostiĐ foƌ ŵiddle 
managers to reflect on their strategic roles but it is not a prescriptive tool for 
change. The P-R-A-C ŵodel iŶ Figuƌe ϭϴ iŶtegƌates FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, 
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1994, 1996) role typology into a wider contingency framework and more focused 
micro-strategizing perspective. By recognising the types of strategists that exist in 
the business school industry, the case studies in this research enable deans to see 
where they may have developed blind spots and how attention to different 
strategizing practices over their tenures or amongst their leadership teams may be 
adjusted to fit the situations that confront them. Empowering business school 
deans to be influential strategic actors and to learn, conceptualise, and realise new 
forms of academic leadership in a dual world of experts and hybrids is a major 
opportunity. The central argument of this thesis is that strategizing practices are 
context dependant and that in some cases deans have moved too far from 
championing and implementing strategy. Some have focused instead on 
facilitating adaptability to what has been imposed on business schools and what 
they have synthesized from the current ͚faĐultǇ-dominated not-for-pƌofit ŵodel͛ 
(Schumpeter, 2014: 63). Now deans must effectively articulate the utility of their 
offering which needs to be repackaged to produce more demonstrable value for 
policy and practice to engage the public and key stakeholders in more compelling 
ways.  
While Carter (2013: 1052) praises the strategy-as-pƌaĐtiĐe field of ƌeseaƌĐh as ͚the 
first serious institutionalisation of a qualitative and sociological approach to 
stƌategǇ͛, he aĐkŶoǁledges ĐƌitiĐisŵs ͚that suggest it is ŵaŶageƌialist, ĐoŶseƌǀatiǀe 
in its understanding of strategy and often overly eclectic in its understanding of 
pƌaĐtiĐe.͛ This thesis has sought to uŶdeƌstaŶd issues aďout the purpose of 
business schools in society beyond their organisational value. It has reflected on 
the need to reform existing models to overcome inertia aŶd to shape the deaŶ͛s 
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role. In contrast with studies on diverse types of undifferentiated middle 
managers, this research project concentrates on hybrid upper middle managers in 
professionalised, public sector business units. It specifies distinct archetypes of 
strategist derived from data provided by individual strategy practitioners to 
enhance academic leadership. 
4. Summary and conclusion 
In sum, the contribution of this study has firstly been to present rich and close-up 
empirical data to evidence assertions about strategizing practices within a role 
typology that has been applied to hybrid upper middle managers in 
professionalised business units. This has expanded our understanding of                 
(i) contingencies and (ii) a typology of strategist archetypes. The research project 
does this by examining the practices of middle managers within the context of 
complex, public sector, knowledge-intensive business units. Detailed research on 
ďusiŶess uŶit ŵaŶageƌs͛ pƌaĐtiĐes aŶd ĐoŶtiŶgeŶĐies has ďeeŶ ŶegleĐted ďǇ 
strategic management scholars (e.g. Gupta and Govindarajan, 1984; Govindarajan, 
1988; Hambrick, 1989). The case studies here unpack behaviours from insiders 
who understand the language of management research and strategic 
management. 
 
Secondly, this thesis has extended FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ 
framework for strategic middle management roles. It usefully combines the 
typology with strategy-as-practice perspectives and contingency theory to 
produce a typology of hybrid upper middle manager strategist archetypes within a 
professionalised context. 
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Thirdly, as a contribution to business school leadership literature, this study 
reflects on enablers and constraints in higher education that influence the 
behaviours of various types of strategic practitioner, thereby linking micro, meso, 
and macro levels. 
 
Fourthly, the thesis provides first-order stƌategists͛ ǀieǁpoiŶts gatheƌed ďǇ a seŵi-
insider researcher hybrid manager-scholar.  
 
The commentary provided here is relevant for allowing (prospective) deans and 
those hiring deans to realise that their struggles are not atypical. It is hoped that 
from the archetypes developed, current and future incumbents to this challenging 
middle position will understand more fully the potential pitfalls and the need to 
ƌetaiŶ ͚ǁiggle ƌooŵ͛ ;Gallos, ϮϬϬϮ: ϭϳϵͿ iŶ ǁhat foƌ soŵe hǇďƌid uppeƌ ŵiddle 
managers can be a vice. On a positive note, consistent with Floyd and Wooldridge 
(1992), the individual cases in this thesis that were perceived as successful 
demonstrate how the centrality of an upper level middle management role can 
enable strategic choices to be executed to make a tangible difference. 
 
As President J.F. Kennedy argued, ͚Leadership and learning are indispensable to 
eaĐh otheƌ.͛ If deaŶs aƌe to ƌeŵaiŶ effeĐtiǀe ŵiddle ŵaŶager dynamos and not 
dinosaurs (Floyd and Wooldridge, 1994), they must apply this maxim to their own 
roles. They represent the social learning business of continuous discovery and 
change (Kerr, 2001) that universities embody. 
320 
 
A typology of middle management strategic roles has been shown to be an 
interesting framework to combine with a strategy-as-practice lens and 
contingency theory. The study exemplifies strategizing behaviours of hybrid 
middle-level managers in a professionalised organisation. By contextualising 
speĐifiĐ tǇpes of stƌategist, this thesis aĐkŶoǁledges Cuƌƌie͛s ;ϭϵϵϵďͿ ĐoŶĐeƌŶs that 
FloǇd aŶd Wooldƌidge͛s ;ϭϵϵϮ, ϭϵϵϰ, ϭϵϵϲͿ ŵiddle ŵaŶageŵeŶt tǇpologǇ is ďƌoad, 
insensitive to differentiation or the degree of autonomy in various circumstances 
that middle managers enjoy. Nevertheless, the model allows for an appreciation of 
everyday realities within the practices-roles-archetypes-contingencies (P-R-A-C) 
model developed in Figure 18. IƌelaŶd et al ;ϭϵϴϳͿ fouŶd that ŵaŶageƌs͛ 
foƌŵulatioŶ of stƌategǇ depeŶds oŶ peƌĐeptioŶs of theiƌ oƌgaŶisatioŶ͛s stƌeŶgths, 
weaknesses, and uncertainty. Strategist archetypes developed in this study shows 
how different institutional and historical contexts influence not just a generic 
middle management role but that of a divisional manager in a precise setting. The 
middle management strategic roles typology offers conceptual and practical 
insights into behaviours within UK business schools as the industry sector and 
business school deanship have developed. It provides a basis for further discussion 
of strategist archetypes in the business school community (e.g. Davies, 2014b).  
In conclusion, this thesis is located within business and management literature on 
the need foƌ ͚ƌethiŶkiŶg͛ ;Dataƌ et al, ϮϬϭϬͿ, ƌe-imagining (Patriotta and Starkey, 
2008), and re-inventing (Grey, 2004; Thomas and Cornuel, 2012a) business schools 
and their offerings. It expands these debates from the viewpoint of strategic 
leadership. The Academy of Management Learning & Education journal published 
two articles on the business school deanship from insider perspectives in its 
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inaugural volume in 2002 (Bedeian; Gallos) and so updated perspectives provided 
here are timely in a digital age and the aftermath of the most recent financial 
crisis. Future research should continue to explore the relationships between 
micro-strategies, mid-level institutional positions, and wider macro influences as 
the higher education industry landscape changes. A quantitative or longitudinal 
research design or more ethnographic close-up studies could prove helpful in 
refining the archetypes and our curiosity about strategizing practices and 
contingencies in such hybrid and complex upper middle management roles. An 
annual ABS leadership survey was developed in 2013 to provide trend data about 
the business school deanship internationally. 
 
5. Conclusions 
Finally, I return to T.“. Eliot͛s ;ϭϵϯϰa: ϭϱ-16) images on page viii of ͚the still poiŶt͛ 
aŶd ͚the daŶĐe͛, of siŵultaŶeous stillness and motion in time. Like a whirling 
dervish or a pirouetting ballerina, the university-based business school dean in the 
role of  seŶioƌ hǇďƌid uppeƌ ŵiddle ŵaŶageƌ ŵust sǇŶthesize aŶd aiŵ foƌ a ͚still 
poiŶt͛, a stƌategiĐ direction and sense of purpose, adopting the reflective focus of 
the university scholar. At the same time, they must engage with the hurly burly of 
the commeƌĐial ͚daŶĐe͛, stƌategǇ as hustle ;Bhide, ϭϵϴϲͿ. TheǇ ŵoǀe thƌough 
various archetypal practices within the roles of synthesizing, facilitating, 
championing, and implementing strategy. Ths may happen simultaneously in the 
same way as Schön (1986) recognised that pƌaĐtitioŶeƌs ͚ƌefleĐt iŶ aĐtioŶ.͛ It is 
hoped that future cadres of hybrid upper middle managers are suitably supported 
to deal with uncertain contingencies and that they are sufficiently self-aware of 
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their own archetypal behaviours to enable them to demonstrate the legitimacy of 
significant strategic business units such as university business schools. 
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APPENDICES 
 
Appendix 1: Floyd and Wooldƌidge͛s ƋuestioŶŶaiƌe 
(1996: 149–151) 
1. SYNTHESIZING INFORMATION 
1.1 MoŶitoƌ aŶd assess the iŵpaĐt of ĐhaŶges iŶ the oƌgaŶizatioŶ͛s eǆteƌŶal eŶǀiƌoŶŵeŶt.  
1.2 Integrate information from a variety of sources to communicate its strategic 
significance. 
1.3 Assess and communicate the business-level implications of new information to 
higher-level managers.  
1.4 Proactively seek information about your business from customers, suppliers, 
competitors, business publications, and so on. 
1.5 Monitor and communicate to higher-level managers the activities of competitors, 
suppliers, and other outside organisations. 
 
2. CHAMPIONING ALTERNATIVES 
2.1 Evaluate the merits of new proposals. 
2.2 Search for new opportunities and bring them to the attention of higher-level 
managers.  
2.3 Define and justify the role of new programs or processes to upper-level managers. 
2.4 Justify to higher-level managers programs that have already been established.  
2.5 Propose new programs or projects to higher-level managers. 
3. FACILITATING ADAPTABILITY 
3.1 Evaluate the merits of proposals generated in my unit, encouraging some, 
discouraging others. 
3.2 Provide a safe haven for experimental programs. 
3.3 Encourage multidisciplinary problem-solving teams. 
3.4 Provide resources and develop objectives/strategies for unofficial projects.  
3.5 Relax regulations and procedures in order to get new projects started.  
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4. IMPLEMENTING DELIBERATE STRATEGY 
4.1 Implement action plans designed to meet top management objectives. 
4.2 Translate organizational goals into objectives for individuals. 
4.3 Communicate and sell top management initiatives to subordinates. 
4.4 Translate organizational goals into departmental action plans. 
4.5 Monitor activities within your unit to ensure that they support top management 
objectives.  
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Appendix 2: Articles on business schools  
To indicate preoccupations facing business school deans over time, relevant topics 
published in eight academic journals are highlighted below:  
 
Academy of Management Journal (established in 1963) 
Business school curriculum, graduate school students, MBA rankings, research, 
CSR.  
Academy of Management Learning & Education (est. 2002) 
Curriculum: history, global perspectives, critical management, culture, design 
thinking, web-based learning, the MBA. The business school model, comparisons 
with a professional services firm, within a university, alertness, how in touch with 
reality. Students – cheating, economic value of research, ROI MBA, diversity, 
inclusion. Business school failures. Arbaugh (2010: 280) suggests that ͚͞business 
school envy͟ rather than perceptions of inferiority may more accurately describe 
ouƌ positioŶ iŶ the aĐadeŵǇ.͛ Rankings, accreditations, deans (Bedeian, 2002; 
Gallos, 2002). 
British Journal of Management (est. 1990) 
Huff and Huff (2001: 53) argue foƌ Mode ϯ ƌeseaƌĐh, i.e. aŶ ͚appƌeĐiatioŶ aŶd 
critique of the human condition, as it has been, is, and might become...to ensure 
suƌǀiǀal aŶd pƌoŵote the ĐoŵŵoŶ good.͛ In 2004, Stiles compared the values of 
management academics in the UK and Canada and noted what little influence they 
have on business school strategies. In a special issue following the 2008 global 
financial crisis, the editors (Currie et al, 2010: 1), using critical in a wider sense 
than Ford et al (2010, 2012 or Antonacopoulou, 2010Ϳ, aƌgue that ͚it is beholden 
on us to reflect more deeply and critically on the purpose and content of business 
school education.͛ Touƌish et al ;ϮϬϭϬ: ϰϬͿ ͚eŶĐouƌage ďusiŶess sĐhool eduĐators in 
leadeƌship to adopt appƌoaĐhes ǁhiĐh aƌe ŵoƌe ĐƌitiĐal, ƌelatioŶal aŶd ƌefleǆiǀe.͛ 
In the BAM 25th anniversary issue of BJM, Durand and Dameron (2011: 563) 
ƌepeat that ͚[ď]usiŶess sĐhools haǀe lost theiƌ ǁaǇ.͛ TheǇ aƌgue that ͚soŵethiŶg 
needs to be done about it. Interestingly enough, many retiring business school 
deans who deliver their last speech as they leave tend to say something of that 
sort. Yet, their successor immediately keeps going as before. There seems to be a 
lock-in situation, rooted in the ranking system.͛ Masrani et al (2011) analyse how  
the British Academy of Management (BAM) and the Association of Business 
Schools (ABS) helped to gain legitimacy for management education in the UK; 
Ricart (2011) notes the successes of European business schools, and Engwall  and 
Danell (2011: 434) devise a typology of British business schools based on their 
entry to the sector and orientation: (i) early institutions (Front-runners);                     
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(ii) schools emerging from engineering (Engineers); (iii) schools on the 
recommendation of the Franks Report (Frankies); (iv) schools in universities 
chartered in the 1960s (Followers); (v) schools in the very old universities 
(Latecomers), for example respectively Ashridge, Imperial College, Manchester, 
Warwick, Cambridge Judge. Finally, Wilson and McKiernan (2011) warn that 
university-based business schools must retain a degree of autonomy to enable 
strategic choice in the context of isomorphic forces. 
Harvard Business Review (est. 1922) 
Harvard Business Review rarely prints articles with ͚business school͛ in the title. In 
1927, Gay described the founding of Harvard Business School. The other three 
articles in HBR͛s histoƌǇ aƌe ŶegatiǀelǇ titled: BehƌŵaŶ aŶd LeǀiŶ ;ϭϵϴϰͿ asked 
whether business schools ǁeƌe ͚doiŶg theiƌ joď͛ aŶd BeŶŶis aŶd O͛Toole ;ϮϬϬϱͿ iŶ 
a well cited article argued that business schools had lost their way in pursuing a 
publications route. Most vociferously following the 2008 global financial crisis, 
Podolny (2009), the former dean of Yale School of Management and then Apple 
University, argued that business schools were to blame for the financial crisis. A 
series of viewpoints were published in June 2009 about whether they were indeed 
culpable. Harvard Business Review has also produced four articles on the MBA. For 
example, positive pieces by De Pasquale and Lange (1971) and Steele and Ward 
(1974) were written on job mobility and two more critical viewpoints were 
generated by Jenkins et al (1984) and by Lataif (1992), a former dean at Boston 
University, who questioned whether the traditional model of the MBA was 
doomed.  
Journal of Business Ethics (est. 1982) 
Mitroff (2004) claimed business school faculty are trapped in a fixation with A-
rated journals: ͚I am writing to you because of the appalling and the sorry state of 
business schools. I am outraged over what we as business educators have allowed 
to deǀelop͛ (ibid: 185). Teaching ethics, corporate identity, CSR; students cheating; 
preparing women to be global managers; ethical codes and reflection; practical 
wisdom; moral development, rigour and relevance are other topics discussed. 
Journal of Management Studies (est. 1964) 
The eĐoŶoŵist͛s positioŶ ;Hague, 1965), value systems of faculty and business 
people (Hofstede, 1978). Problems in the design of business schools (Simon, 1967; 
Khurana and Spender, 2012; Rousseau, 2012), Starkey et al (2004), rethinking the 
business school model. Pfeffer and Fong (2004: 1501) called the US model of 
business schools a ͚combination of a market-like orientation to education coupled 
ǁith aŶ aďseŶĐe of a pƌofessioŶal ethos.͛ Chia (1996) advocates the development 
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of studeŶts͛ ͚entrepreneurial imagination.͛ Wright et al (2013) consider the 
usefulness of strategic tools taught in business schools.  
Journal of Management Development (est. 1982) 
The future of business schools and research, rankings, accreditations, strategy and 
the environment, curriculum challenges, the sustainability of the business school 
model, technology. Regular special issues. 
Management Decision (est. 1967) 
Research, missions, positioning, legitimacy, paradigms of business schools. Ethics, 
links to practice, two articles on business school deans (including an interview with 
Laura Tyson, former dean of London Business School). 
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Appendix 3: Dates when key UK business schools were established 
 ESCP Europe 
founded in 
Paris, 
campuses now 
in London, 
Berlin, Madrid, 
Turin. 
School of 
Commerce, 
Birmingham 
University 
Department of 
Industrial 
Administration, 
Manchester 
University; 
University of 
Edinburgh 
Business 
School 
Administra
tive Staff 
College, 
Henley 
Strathclyde 
Business 
School 
Ashridge 
Business School 
London 
Graduate 
School of 
Business 
established 
(now London 
Business 
School); 
Lancaster 
University 
Management 
School 
Durham 
Business 
School 
University of 
Bath 
Management 
School; Cass 
Business 
School 
Aston 
Business 
School; 
Cranfield 
School of 
Management; 
Warwick 
Business 
School. 
Year 1819 1902 1918 1945 1947 1959 1964 1965 1966 1967 
 Henley 
Management 
College 
Open 
University 
Business 
School 
Brighton 
Business 
School 
Cardiff 
Business 
School 
Newcastle 
Business 
School 
Cambridge 
Judge Business 
School 
Saïd Business 
School, 
Oxford 
Regent͛s 
Business 
School; 
University 
of Exeter 
Business 
School; 
Leeds 
University 
Business 
School 
Nottingham 
University 
Malaysia 
campus 
New 
Manchester 
Business 
School –
merger with 
UMIST 
Year 1981 1983 1986 1987 1989 1990 1996 1997 1999 2004 
 Imperial 
College 
Business 
School; London 
School of 
Business and 
Finance 
established. 
Nottingham 
University 
Ningbo 
campus 
China 
Middlesex 
Business 
School Dubai; 
Heriot-Watt 
Dubai campus; 
BPP Business 
School formed. 
 Cass 
Business 
School Dubai 
Henley Business School – 
merger Henley and Reading 
University. Essex Business 
School created. Ashridge 
achieved degree-awarding 
powers. 
   
Year 2003 2004 2005 2006 2007 2008  2011   
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BUSINESS SCHOOL 
INDUSTRY 
Wharton School, 
Pennsylvania, founded 
Harvard Business School 
founded 
AACSB established Academy of Management formed Ford and Carnegie foundation 
reports 
YEAR 1881 1908 1916 1936 1959 
 
UK BUSINESS SCHOOL 
INDUSTRY 
FME established  Crick Report London Business 
School; Lancaster 
University 
Management School 
founded 
 AMBA established 
WARWICK 
UNIVERSITY 
 
    Foundation of 
Warwick University. 
VC Jack Butterworth 
1965–1985 
 
WARWICK BUSINESS 
SCHOOL 
     SIBS established.  
Chairman: Brian  
Houlden 1967–1973 
YEAR 1960 1962 1963 1964 1965 1967 
UK GOVERNMENT 
POLICY 
 
Prime Minister Harold 
Macmillan 
Education Act 1962. 
LEAs paid student 
grants. 
Robbins and Franks 
Reports. Prime 
Minister Alec Douglas-
Hume 
Prime Minister Harold 
Wilson 
  
 
 
 
 
 
 
Appendix 4: Historical developments before and during WBS's evolution 
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Business 
School 
Industry 
Rose Report EFMD 
founded 
        
Warwick 
University 
Warwick 
University Ltd 
published; 
student 
protests on 
campus 
    Warwick 
Manufacturin
g Group 
established, 
headed by 
Kumar 
Bhattacharyya 
  Registrar 
Michael 
Shattock 
1983–1999 
 
Warwick 
Business 
School 
  Chairman 
Derek 
Waterworth 
1976–1978 
Chairman 
Robert Dyson, 
1978–1981 
  Unfavourable 
UGC report 
Chairman 
Derek Watson 
1981–1983 
Chairman 
George Bain, 
1983–1989 
SIBS changed  
name to WBS 
Year 1970 1972 1976 1978 1979 1980 1982 1981 1983 1984 
Government 
Policy 
Prime 
Minister 
Edward Heath 
 Prime 
Minister 
James 
Callaghan 
 Prime 
Minister 
Margaret 
Thatcher's 
spending cuts 
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Business 
School 
Industry 
 
ABS founded. 
Joint Chairs: 
Gwen White, 
UWE, and 
Robin 
Wensley, WBS 
Bain 
Commission 
Managemen
t Research 
in the UK 
Chair of ABS: 
David Weir, 
Bradford 
Chair of ABS: 
Chris 
Greensted, 
Strathclyde 
Chair of ABS 
1998–1999: 
Andrew Lock, 
Leeds 
University 
Cleaver 
Report, CEML. 
Chair of ABS: 
Stephen 
Watson, 
Henley 
 FT Global 
MBA rankings 
started 
AIM founded. 
Chair of ABS: 
Sue Cox, 
Lancaster 
 
Warwick 
University 
Academic 
Registrar 
Jonathan 
Nichols  
1992–1999 
VC Brian 
Follett 
1993–2001 
    Bill Clinton 
visited. 
Warwick 
Medical School 
established 
VC David 
VandeLinde              
2001–2006                  
Expansion 
UGs 
Five-year 
strategic 
planning 
Warwick 
Business 
 School 
Very good 
RAE result 
 Dean Robert 
Galliers 1994–
1998 
Poor RAE 
result 
 First school in 
the world to 
gain triple 
accreditation 
AACSB, AMBA, 
EQUIS 
Dean Howard 
Thomas 2000–
ϮϬϭϬ. Masteƌ͛s 
in Public 
Administration 
launched. 
RAE 3rd in the 
UK. Phase 1 of 
buildings 
opened. 
Budget 
devolved. 
Phase 2 
buildings 
opened. 
Advisory and 
alumni 
boards. 
Expansion 
executive 
education 
Year 1992 1993 1994 1996 1997 1999 2000 2001 2002 2003 
Government 
Policy 
 
Higher 
Education Act, 
binary line 
removal 
   Prime 
Minister Tony 
Blair. Dearing 
Report: Fee 
UG tuition  
    Lambert 
Review of 
Business-
University 
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Business 
School 
Industry 
ABS 
Chair: 
Arthur 
Francis, 
Bradford 
 BMAF 
launched. ABS 
Chair: Michael 
Osbaldeston, 
Cranfield 
 Chair of ABS: 
Howard 
Thomas, WBS. 
Criticisms 
financial crisis. 
Chair of ABS: 
Angus Laing, 
Loughborough 
Chair of ABS: 
Huw Morris, 
Manchester 
Met 
 
BAM 25th 
anniversa
ry.         
AIM 
finished 
 FME  
closed 
  
Warwick 
University 
 
Registrar 
Jon 
Baldwin 
2004–
2011 
Warwick in 
Asia 
proposal 
rejected 
VC Nigel 
Thrift, Vision 
2015 
produced in 
2007 
 RAE ranked 
7th in UK 
multi-faculty 
universities 
   Partnerships 
Monash, 
Queen Mary 
UoL, Center 
for Urban 
Science & 
Progress, M5 
Group 
 London 
campus 
Vision 
2015 to 
be in 
world's 
top 50 
Warwick 
Business 
School 
 
 Specialist 
Masteƌ͛s 
programme 
growth. 15 
professors, 
17 other 
faculty 
hired. 
MSc in 
Management 
40th 
anniversary 
celebrations. 
Phase 3a 
building 
opens. 
RAE 5th in the 
UK. 
Superbrand 
Strategic 
Departmental 
Review. Acting 
Dean David 
Wilson for five 
months. 
Global Energy 
MBA 
launched. 
Dean Mark 
Taylor. No 1 
UG provider 
UK Times 
Guide. 
Behaviour
al Science 
Group  
Business 
collaboration 
with the 
Royal 
Shakespeare 
Company 
launched. 
First 
MOOC 
REF results 
on 18 
December. 
MBA 
ranked in 
FT no. 25 
Opening 
17
th
 
floor of 
the 
Shard 
exec ed 
in 
January 
Year 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 
Govern-
ment 
Policy 
 
  Leitch Review 
of Skills. 
Variable top-
up tuition fees 
capped at 
£3,000 pa for 
UGs. 
Prime 
Minister 
Gordon 
Brown 
  Prime 
Minister 
David 
Cameron. 
Browne 
Review of 
Higher 
Education 
Students 
at the 
Heart of 
the 
System 
white 
paper 
UG tuition 
fees cap £9k 
pa England. 
Innovation & 
Research 
Strategy for 
Growth. 
Wilson 
Review. 
Heseltine 
Report on 
Growth. 
  General 
election 
7 May 
2015 
 
388 
 
Appendix 5: UK business school rankings 
Table 1: UK business school rankings for undergraduate business studies programmes 
(Wilkins and Huisman, 2012: 372) 
   1984
§
    1994 2001 2010 
Bath 1 =4 5 4 
Warwick 2 1 2 6 
Lancaster 3 =4 4 8 
Bradford 4 =4 30 =59 
Manchester 5 2 1 17 
City 6 =9 8 11 
§
 UGC Report in AMBA Guide to Business Schools; remaining columns: The Times Good 
University Guide 
 
Table 2: UK business school rankings for teaching/MBA programmes (Wilkins and Huisman, 
2012: 374) 
   1984
§
    2001 2010 
Bath 1 96 87 
Warwick 2 40 42 
Lancaster 3 90 24 
Bradford 4 =85 =89 
City 6 73 41 
Edinburgh 7 50 =89 
Loughborough 8   
Manchester Business School 9 36 40 
London Business School 10 8 1 
Aston 11  73 
§
AMBA Guide to Business Schools; remaining columns: The Financial Times 
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Table 3: UK business school rankings for research in business and management studies.       
The RAE rankings are based on Times Higher Education. Rankings are based on averages of 
the quality profile scores. (Wilkins and Huisman, 2012: 376). 
   1984
§ 
  (Ranking) 
   1992
 
   (RAE) 
2001
 
(RAE)  
2008
 
(RAE) 
London Business School 1 5 5* 1 
Manchester 2 5 5* =11 
Warwick 3 5 5* =9 
Lancaster 4 5 5* =9 
Bath 6 3 5 =5 
Aston 7 3 5 =16 
Cranfield 8 3 4 15 
Bradford 9 5 4 29 
Imperial College London 10 3 5 2 
Strathclyde 11 5 4 =11 
§
AMBA Guide to Business Schools 
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Appendix 6: Interviews completed 
 n= 52 
* denotes two individuals in two phases. Current institutions at time of interview are listed. 
12 PILOT INTERVIEWS 2008 – current and previous deanships 
1. Paul Croney, Newcastle Business School 
2. David Hamblin, Lancashire Business School, previously Bedfordshire 
3. Charles Harvey, Strathclyde Business School, previously UWE, Strathclyde 
4. Bob McNabb, Cardiff Business School 
5. Jonathan Michie, Birmingham University Business School 
6. Huw Morris, Manchester Metropolitan University Business School 
7. Bob O'Keefe, School of Management, University of Surrey 
8. Michael Osbaldeston, Cranfield School of Management, previously Ashridge 
9. Mark Patton, Harrow Business School 
10. *Andrew Pettigrew, University of Bath Management School 
11. Ann Ridley, Portsmouth Business School 
12. *Howard Thomas, Warwick Business School, previously University of Illinois at 
Urbana-Champaign 
21 INTERVIEWS WITH 7 DEANS OF WARWICK BUSINESS SCHOOL 2009–2012 
At least three interviews with each respondent including YouTube interviews on the ABS 
Channel: http://www.youtube.com/user/TheABSUK 
13. Robert Dyson 
14. George Bain 
15. Robin Wensley 
16. Robert Galliers 
17. *Howard Thomas 
18. David Wilson 
19. Mark Taylor 
SIX NON-WBS YOUTUBE INTERVIEWS 
20. Ruth Ashford, Manchester Metropolitan University Business School  
21. Sue Cox, Lancaster University Management School 
22. Sandra Dawson, formerly Cambridge Judge Business School 
23. Jane Houzer, Southbank University Business School 
24. Kai Peters, Ashridge Business School, formerly Rotterdam 
25. Stephen Watson, formerly Cambridge, Lancaster and Henley 
29 INTERVIEWS WITH COLLEAGUES OF WARWICK BUSINESS SCHOOL DEANS 
26. Suzanne Alexander, Leicester University 
27. Jon Baldwin, Registrar, Warwick University 
28. Anonymous 
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29. Bob Burgess, Vice-Chancellor, Leicester University 
30. Gibson Burrell, School of Management, University of Leicester 
31. Simon Collinson, WBS, later Dean at Birmingham Business School 
32. Francesca Coles, WBS 
33. Ian Davidson, University of Sussex 
34. Linda Donovan, WBS 
35. Paul Edwards, WBS 
36. Ewan Ferlie, King's College London 
37. Joy Findlay, WBS 
38. Jenny Hocking, WBS 
39. Keith Hoskin, WBS 
40. Bob Johnston, WBS 
41. Karen Legge, WBS 
42. John McGee, WBS 
43. Peter McKiernan, University of St Andrews School of Management 
44. Glenn Morgan, Cardiff Business School 
45. Bob McNabb, Cardiff Business School 
46. Claire New, WBS 
47. *Andrew Pettigrew, Saïd Business School, Oxford 
48. Philip Powell, Birkbeck 
49. Maxine Robertson, Queen Mary University of London 
50. Lucio Sarno, Cass Business School 
51. John Saunders, Aston Business School 
52. Mike Shattock, former Registrar, Warwick University 
53. Mike Terry, WBS 
54. Nigel Thrift, Vice-Chancellor, Warwick University 
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Appendix 7: Questions, phase one 
1. Personal Profile and Motivations 
 
1. What motivated you to become a dean? 
2. What made you appointable? 
3. What key skills does the role require? 
4. Why did you choose this business school? 
5. Do you consider your profile fits a particular type of business school? 
6. What prepared you for the role? 
7. Do you have an MBA? Have you studied in a business school? 
8. Career history? Previous experience working in a business school? 
9. Is it a fixed-term contract, and if so for how long? 
10. What changes did you make personally when moving into the deanship? 
11. How have you changed over time in the role? 
12. How has the role impacted on your free time and family life? 
13. How do you personally develop in the role? 
14. How has the role changed? 
15. How visible have you been in the media? 
16. What are your future plans? 
17. How do you see your exit? 
18. Are you developing an internal successor? 
19. Would you consider a deanship overseas? 
20. Do you plan to be a PVC, vice-chancellor? 
  
2. Self-Management 
 
21. What do you do when you feel overloaded? 
22. How do you energise yourself? 
23. How has the deanship impacted on your personal scholarship? 
24. How do you manage your time? 
25. How do you switch off? 
26. When do you reflect? 
27. What do you enjoy in the role? 
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28. What have you learned? 
29. Do you have a coach, mentor, role model? 
30. How do you deal with setbacks? 
31. How do you develop your network? 
32. What critical incidents have you experienced? 
33. What is your personal mantra that keeps you going? 
  
3. Activities 
 
34. What were your experiences at the start of your deanship? 
35. How has what you do changed over time? 
36. What committees do you chair and attend? 
37. What management tools have you used in your role? 
38. How has your management of your diary changed over time? 
39. What do you find frustrating? 
40. What is your relationship with the vice-chancellor and other senior staff? 
41. What experiences do you have working outside academia? 
  
4. Internal Arrangements 
 
42. Who were your predecessors? Why did they leave? 
43. Were you an internal appointment? 
44. Did you consider other deanships? 
45. Do you have a deputy? 
46. Who is in your senior management team? 
47. How do their skills complement yours? 
48. How do you delegate? 
49. How do you balance your team? 
50. Who covers when you are on annual leave? 
51. Is the business school a faculty in itself? Who do you report to? 
52. What is the relative size of the business school within the university? 
53. Does the business school include economics? 
54. Do you have cross-university roles? 
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5. Strategic Management Issues 
 
55. What was your initial mandate and how has this changed? 
56. How did you plan strategy over your tenure? 
57. How do you position the business school? 
58. What are your priorities in the role? 
59. What are the key challenges? 
  
6. Personal Views 
 
60. What aƌe Ǉouƌ ǀieǁs oŶ Ǉouƌ ďusiŶess sĐhool͛s fiŶaŶĐial aŶd otheƌ 
contributions to the rest of the university? 
61. Do you think business school deans should be academics? 
62. What do you see as the future challenges in business and management 
education? 
63. What advice would you give to those recruiting a successor? 
64. What advice would you give to someone considering applying for a 
business school deanship? 
65. How do you see the business school deanship evolving? 
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Appendix 8: Questions, secondary interviews on WBS deans 
1. When were you at Warwick? 
2. What was your role(s)? 
3. Which dean(s) did you work with? 
4. How did they compare in terms of their priorities and impact? 
5. What were the high points? 
6. What were the low points? 
7. Any other memorable incidents? 
8. How did you work with the dean(s)? 
9. What were the relationships with the central university? 
10. How would you characterise relations with other university 
departments, particularly the Warwick Manufacturing Group, the 
Department of Economics, the Medical School? 
11. How much clout do you think the business school had? 
12. Who were the key players in the business school? 
13. What were the main challenges? 
14. What were the key achievements? 
15. What was happening in other business schools at the time? 
16. Why do you think the deans operated in different ways? 
17. How did they differ in terms of the pace of their deanships, approaches 
to the RAE/REF, fundraising, being hands on, their legacies? 
18. What was the governance in the business school? 
19. What was the relationship between the administrators and faculty? 
20. What were your experiences of away days? 
21. How have Warwick Business School and its deans changed over time? 
22. If appropriate: Why did you leave WBS? 
23. For respondents who became deans themselves: What did you learn 
about the role of dean from your time at WBS? 
24. How did WBS deans compare with other deans you have worked with? 
25. What elements of the entrepreneurial university did you see at WBS? 
26. What strategic position do you think the business school is in now 
compared with its competitors? 
27. Do you have any other interesting stories about the business school and 
its deans? 
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Appendix 9: Core questions in filmed interviews for datasets two and three 
 
1. Why did you first become a business school dean? 
2. How did you formulate and implement strategy? 
3. How did you manage meetings? 
4. What are your views on relations with the central university? 
5. What were the critical incidents and key challenges? 
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Appendix 10: Demographics of deans in each dataset 
The following tables provide background information on the deans interviewed in terms of their mandates for the roles where they were current or last 
dean, the institutional mission, their number of deanships and when they became dean. It also includes their academic discipline and role before the 
deanship and after. 
Group One 
Dean Name Mandate Institution͛s 
Mission 
No of 
Deanships 
Stage in 
Tenure 
Career Stage Academic 
Discipline 
Previous 
Role(s) 
Subsequent 
Role(s) 
1 Paul Croney 
(Newcastle 
Business 
School) 
Profitability, 
new building 
Business 
engagement 
1 Mid Mid Human 
resources 
No PhD 
Associate 
dean 
PVC 
2 David Hamblin 
(Lancashire 
Business 
School) 
Deficit 
recovery 
 
Teaching focus 2 Mid Late Operations 
No PhD 
Dean PVC 
3 Charles Harvey 
(Strathclyde 
Business 
School) 
Arrest 
recruitment 
decline, 
research, 
accreditations 
Research 
excellence, 
triple 
accreditation 
3 End Late Business 
history 
Dean PVC 
4 Robert 
McNabb 
(Cardiff 
Business 
School) 
Research 
rankings 
Research 
intensive 
1 Mid Pre-
retirement 
Economics Associate 
dean 
Retired 
5 Jonathan 
Michie 
(Birmingham 
Business) 
Research 
quality 
Research 
intensive 
2 End Early 50s Economics Head of 
school 
President 
Oxford college 
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School) 
6 Huw Morris 
(Manchester 
Metropolitan) 
Reverse failing 
school 
Links with 
professional 
bodies 
1 Mid Mid Human 
relations 
Dean PVC, acting 
DVC, civil 
servant 
7 Boď O͛Keefe 
(Surrey 
University 
Business 
School) 
Form a single 
school 
Science and 
technology 
1 New 
faculty 
dean after 
being 
dean 
Early 50s Information 
management 
Professor, 
USA 
Vice-principal, 
faculty dean 
8 Michael 
Osbaldeston 
(Cranfield 
School of 
Management) 
FT rankings Executive 
education, 
triple 
accreditation 
2 End Pre-
retirement 
Human 
resources    
No PhD 
Dean Retired, 
accreditation 
director 
9 Mark Patton 
(Harrow 
Business 
School, 
University of 
Westminster) 
Quality 
recruitment, 
surplus 
Teaching focus 1 End 
before 
merger 
Mid Archaeology Associate 
dean 
Novelist, OU 
teaching 
10 Andrew 
Pettigrew 
(University of 
Bath School of 
Management) 
Research 
ratings, deficit 
turnaround 
Science and 
engineering 
1 End Immediately 
pre-
retirement 
Strategy Director 
research 
centre 
Portfolio 
consulting, 
part-time 
professor 
11 Ann Ridley 
(Portsmouth 
Business 
School) 
Industry 
engagement, 
deficit 
recovery 
Teaching focus, 
engagement 
with the 
professions 
1 Second 
half 
Immediately 
pre-
retirement 
Law                   
No PhD 
Head of 
department 
Interim 
deanships 
12 Howard 
Thomas (WBS) 
Turnaround 
after strategic 
drift 
Research 
intensive, triple 
accreditation 
2 End, two 
terms 
Pre-
retirement 
Strategy Dean USA Dean Asia 
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Group Two – Warwick Business School 
Dean Name Mandate Institution͛s 
Mission 
No of 
Deanships 
Stage in 
Tenure 
Career 
Stage 
Academic 
Discipline 
Previous 
Role(s) 
Subsequent 
Role(s) 
13 George Bain 
(Canadian) 
Institution 
building 
Research 
intensive 
1 Retired Aged 44 Industrial 
relations 
Research 
centre 
director 
Principal LBS, 
VC 
14 Robert Dyson National quality, 
recruitment 
Research 
intensive 
3: 3yrs, 
acting  
term, 
interim 
2yrs 
Retired Aged 35 
first time  
Operational 
research 
Lecturer PVC 
15 Robert 
Galliers 
Quality 
assurance, audit 
Research 
intensive 
1 Retired Aged 47 Information 
systems 
Professor USA, provost, 
vice-president 
16 Mark Taylor To ďe Euƌope͛s 
leading 
university-based 
business school 
Research 
intensive, 
triple 
accreditation 
1 Early Aged 52 Finance Managing 
director, 
asset 
manager 
Still in post 
17 Howard 
Thomas 
Turnaround 
following 
strategic drift 
Research 
intensive, 
triple 
accreditation 
2 End Aged 58 Strategy Dean USA Dean Asia 
18 Robin 
Wensley 
Consolidation Research 
intensive 
1 Retired Aged 45 Policy, 
marketing 
Professor 
strategic 
management 
Faculty Chair, 
Deputy dean, 
Director 
research 
council  
19 David Wilson Recovery after 
disappointing 
RAE 
Research 
intensive 
1 acting Early in 
acting 
role 
Early 60s Strategy Deputy dean Department 
head, 
research 
director 
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Group Three 
Dean Name Mandate Institution͛s 
Mission 
No of 
Deanships 
Stage in 
Tenure 
Career 
Stage 
Academic 
Discipline 
Previous 
Role(s) 
Subsequent 
Role(s) 
20 Ruth Ashford 
(Manchester 
Metropolitan) 
Student 
satisfaction 
͚MeetiŶg 
student and 
employer 
eǆpeĐtatioŶs͛ 
1 Early Early 50s Marketing Associate 
dean 
Still in post 
21 Sue Cox 
(Lancaster 
University 
Management 
School) 
Triple 
accreditation 
Research 
excellence 
2 End 2
nd
 
tenure 
Pre-
retirement 
Safety & Risk 
Management 
No PhD 
Dean Still in post, 
3
rd
 tenure 
22 Sandra Dawson 
(Judge, 
Cambridge) 
Establish a 
business 
school at the 
heart of 
Cambridge 
Research 
excellence 
1 Retired 50s Organisational 
Behaviour      
No PhD 
College 
master, 
deputy 
director 
Deputy VC, 
retired 
23 Jane Houzer 
(London South 
Bank University) 
(Canadian) 
Student 
satisfaction 
Recruitment, 
teaching 
1 Mid Early 50s Human 
resources      
No PhD 
Financial 
services 
Interim 
24 Kai Peters 
(Ashridge 
Business School) 
Business 
development 
Executive 
education, 
triple 
accreditation 
2 10 years Early 40s Leadership, 
executive 
education         
No PhD 
Dean, 
Holland 
Still in post 
25 Stephen Watson 
(Henley 
Business School) 
Profitability 
 
Executive 
education 
3 Retired Pre-
retirement 
Decision 
analysis 
Dean Retired 
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 WHAT DO BUSINESS 
SCHOOL DEANS DO? 
legitimacy of 
models 
time 
Macro 
enviro
nment 
Institutional 
Business 
Unit 
Individual 
Self 
professionals 
accreditations 
hybrids transitions 
generativity 
middleness 
centre-periphery 
relations 
marketisation 
reputation 
autonomy 
centralisation 
cash cow 
cowcow 
consensus  
conflict mgt 
committees 
mandate 
pace 
going in 
deficit 
alignment 
nurturing talent 
administrators 
scholars 
shortages: 
faculty, deans 
A rated 
journals  
impact 
relevance 
media 
rankings 
chairing 
negotiating 
metaphors 
squeeze boundary 
spanner 
university cross-subsidies 
emergent 
strategy 
results 
academia, practice 
lengthy 
pre-tenure 
internal 
external 
overload 
formal 
performance 
management 
ambassador 
fund-raising 
dyads – 
registrar/VC 
buffer 
informal 
visibility 
comply innovate 
storytelling 
exits 
verbal 
communications
face-to-face 
humour 
differentiation 
delegating 
tenure 
Appendix 11: Initial template analysis, first dataset 
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UPPER MIDDLE 
MANAGER 
STRATEGIZING 
PRACTICES    
models 
mandate 
Contextualising 
Executing 
Selling 
Formulating 
Self 
talk 
thought leadership 
shared purpose priorities 
story telling 
brokering 
legitimacy 
parent 
public 
relations 
meetings 
positioning 
espoused 
impression 
management 
convincing 
small talk 
persuading 
alignment 
scholarship 
fit 
chairing 
negotiating 
protecting 
rankings 
 central taxes 
reputation 
talent management 
actual 
bottom line 
brand 
quality 
results 
Appendix 12: Final template analysis, first dataset 
economic 
society 
Integrating themes: time, middleness 
cycles 
